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FINANCIAL ISSUES OF RESERVE SERVICE:
A REPORT FROM THE

1992 RESERVE COMPONENTS SURVEY

Executive Summary

Background

The mission of the Reserve Components has changed since the implementation of the Department
of Defense’s (DoD) Total Force policy in 1970.  Subsequently, the Reserve Components’ roles have
changed and are continuing to change.  As part of the Total Force, Reserve units fill out the structure of
Active units and, in many cases, deploy as augmentees serving side by side with members of Active
units.  Reserve units have had to adopt the overall military posture of flexible response to both foreign
and domestic events such as educating foreign populaces in democratic principles, acting as peacekeepers
in the midst of warring parties, and responding to domestic natural disasters like earthquakes and floods.
For Reserve units to respond effectively to such a wide array of operational demands, readiness is
critical.  Quality of life for the military member and family has been recognized as an important
contributor to readiness.

Since 1971, DoD has conducted a series of surveys to assess the characteristics, attitudes, and
opinions of Reservists.  In 1986, the first large-scale surveys of Reserve Component members and
spouses were conducted.  The 1992 Reserve Components Surveys of officers and enlisted personnel and
their spouses (hereinafter referred to as the 1992 Reserve Components Surveys) represent the latest in this
series of surveys.  This report is one in a series of four reports from the 1992 Reserve Component
Surveys: Reserve Component Members, Spouses of Reserve Component Members, Military and Civilian
Occupations of Reservists, and Financial Issues of Reserve Service.

In the 1992 Reserve Components Surveys, a stratified random sample of Reserve members was
selected.  Four primary sampling groups were identified:  unit members, individual mobilization
augmentee (IMA) Reservists, military technicians, and a longitudinal sample of current Reservists who
had participated in the 1986 survey.  Sampling strata in all but the longitudinal group were defined based
on Reserve Component, military personnel category (enlisted vs. officer), and gender.  The seven
Reserve Components represented were the Army National Guard (ARNG), the Army Reserve (USAR),
the U.S. Naval Reserve (USNR), the U.S. Marine Corps Reserve (USMCR), the Air National Guard
(ANG), the U.S. Air Force Reserve (USAFR), and the U.S. Coast Guard Reserve (USCGR).  The
Reserve member sample was obtained by taking a simple random sample within each sampling stratum.
Surveys were also mailed to all spouses of the Reserve member sample.

The samples were drawn in December 1991 and updated in March 1992.  Three different survey
questionnaires were developed:  one for officers, one for enlisted personnel, and one for spouses of
Reserve members.  Data collection occurred between November 1992 and December 1993.  From a
population of 984,939 Reservists, 76,783 were selected for the member sample, and 36,069 members
responded.  Spouse surveys were mailed to the home addresses of those Reservists in the member sample
who were married.  In the spouse survey, 24,107 spouses responded.

The survey data were weighted using a three-step procedure.  First, base weights were computed as
the reciprocal of the individual’s probability of selection.  Second, weights were adjusted for
nonresponse to compensate for those who did not return valid completed surveys.  Third, weights were
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poststratified to adjust sample estimates to conform to the known total number of Reserve members and
an estimate of the number of spouses and couples in the Reserve population as a whole.  The number of
spouses in the population was estimated by summing the weights of the Reserve sample members who
indicated that they were married.

Reserve Pay and Other Income Sources

An important reason for participating in the Reserves is to supplement other forms of income.
Those members for whom Reserve pay is a relatively large portion of total income are likely to feel the
largest impact from changes in pay levels for their Reserve activities.  The larger the portion of a
household’s income that comes from Reserve pay, the greater the impact of changes in Reserve pay was
on that household’s standard of living.

All forms of income, including Reserve pay, wage and salary income, and total household income,
increased across pay grade groups.  Although Reserve pay increased as pay grade group increased, its
contribution to wage and salary income and total household income decreased.  The role that Reserve pay
plays in Reservists’ satisfaction has a complex relationship to those patterns.  For example, junior
Reservists received a much higher percentage of their total income from Reserve pay, but they were
generally less satisfied with pay and benefits than were members of other pay grade groups.  Junior
Reservists were also least likely to express considerable concern about the financial burden should they
have to leave the Reserve unexpectedly.  These findings carry over into comparisons across Reserve
Components, where the USMCR members’ levels of pay and satisfaction reflect the levels of the junior
Reservists proportionally most prevalent in that Component.

Relative to Reservists in other occupational categories, students, part-time workers, and Reservists
who were otherwise not working for pay most often reported Reserve pay to be a larger portion of total
income.  Also, members of drilling units reported Reserve pay as a higher percentage of total income
than did IMAs and military technicians.

The proportion of total household income accounted for by Reserve pay was lower for married
Reservists than for unmarried Reservists.  About 48 percent of Reservists’ spouses worked full-time,
whereas only 21 percent of spouses did not work for pay.  Among all married Reservists, about one third
had a spouse that contributed at least one fourth of the total household income.

Reservists’ satisfaction with their total household income shows that, in general, they were slightly
more satisfied than dissatisfied.  The direction of satisfaction is the same with regard to Reserve pay and
benefits, but twice as many expressed high satisfaction than dissatisfaction levels.  The level of
satisfaction with Reserve pay and benefits did not seem to be related to the degree of participation in
Reserve activities in which Reservists engaged.

Enlisted Reservists in pay grade groups E5-E6 and E7-E9 expressed the greatest concern about the
financial impact they would experience should force reductions cause them to leave the Reserves
unexpectedly; the rate of concern expressed by officers was slightly lower.  Junior enlisted Reservists
(E1-E4), who generally received a larger portion of household and wage and salary income from Reserve
pay, expressed far less concern.  This seeming inconsistency may be partially attributable to age and
circumstance differences.  A higher percentage of junior enlisted Reservists than members of other pay
grade groups were either full-time students or young adults who were more likely to live with their
parents.  Therefore, they may not have been as concerned about fluctuations in income as were more
senior enlisted personnel and officers.  Financial concerns expressed by senior Reservists and officers
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may be attributable to the current value of future retirement benefits, which weigh more heavily for them
than for junior enlisted Reservists.

Military Benefits

Reservists enjoy several military privileges in addition to receiving pay and allowances for their
service.  Chapter 3 examined the extent to which Reservists and their spouses used exchange,
commissary, and MWR privileges.  It also discussed the degree of satisfaction Reservists express with
these privileges, relative to satisfaction with pay and allowance and retirement credit.

Exchange, commissary, and MWR usage and satisfaction.  Exchange usage was higher for all
Reserve Components than was the use of commissary and MWR privileges.  When Reservists rated their
satisfaction with these benefits, the resulting pattern of satisfaction levels reflected usage, with the
highest percentage of members saying that they were very satisfied or satisfied with exchange privileges.
Across all groups of members, Reservists or their spouses who used exchanges were more likely to use
them multiple times a month than only once.

For commissary and exchange usage, distance was, by far, the factor most limiting their usage by
Reservists and their spouses; it appears likely distance was also a major factor in taking advantage of
MWR privileges.  Among Reserve Components, members of the ANG and, to an even greater extent, the
USAFR were most likely to use all three types of privileges.  To some extent, this set of findings
probably reflects the high percentage of military technicians and IMAs in the ANG and the USAFR.
Because of the nature of civilian work of military technicians and IMAs, these Reservists are more likely
to live closer to facilities than are drill unit members.

Satisfaction with benefits, including pay and allowances and retirement credits.  About 60
percent of all Reservists indicated that they were very satisfied or satisfied with military pay and
allowances.  Retirement benefits most satisfied senior enlisted members and senior officers who were
most likely to be closer to using them.

Educational benefits.  A substantial number of Reservists reported that they were eligible for one
or more of three educational benefits programs.  Fifty-two percent of Reservists reported being eligible
for benefits through the Montgomery GI Bill for Selected Reserve.  Eligibility was highest among junior
enlisted Reservists; 62 percent of whom were eligible.  About 21 percent of Reservists reported that they
were eligible for state educational benefits; these Reservists were concentrated primarily in the ARNG
(35%) and ANG (36%).  Fifteen percent of Reservists reported they were eligible for Active Force
benefits.

Although many Reservists reported being eligible for educational benefits, more than 70 percent
were not using these benefits.  Usage rates for the Montgomery GI Bill for Selected Reserve and state
benefits were highest among junior enlisted Reservists.  This group of Reservists, who tend to be younger
and more likely to be students, cited educational benefits as an important reason for staying in the
Reserves far more often than did members in other pay grade groups.  This indicates that educational
benefits have an extremely high value to those who use them.
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Family Housing Expenditures

More than one half (51%) of Reservists owned their principal residences.  Reservists in higher pay
grade groups were more likely to own their homes than were junior Reservists.  About 19 percent of E1-
E4 Reservists owned their homes, compared with 90 percent of O4+ Reservists and 85 percent of E7-E9
Reservists.  Unit members were less likely than IMAs and military technicians to own their principal
residences (48% vs. 73% and 79%, respectively).

The length of time Reservists had rented or owned their current residences varied greatly across
pay grade groups and Reserve status.  Generally, Reservists in the most senior enlisted and officer pay
grade groups were more likely to have lived in their current residences for 4 years or longer.  Junior
enlisted Reservists had the shortest average duration of residence, with 42 percent of them having lived at
their current residence for less than a year.

Monthly rent, monthly house payments, and total housing costs for both owners and renters
increased across pay grade groups.  On average, renters paid about one half as much as owners paid for
housing costs in addition to their rent or house payment.  Across Reserve Components, the pattern of
rental payments differed from the pattern of ownership payments.  Variations in the patterns of rental
versus homeowner costs suggest that a number of factors (e.g., geographical distributions of Component
members, differences in the length of time that members owned their homes, and local housing
situations) are important determinants of housing costs for Reservists.

For both renters and homeowners, monthly housing costs varied across pay grade group.  Total
costs were usually somewhat higher for homeowners, but, on average, those costs represented a smaller
proportion of income for them than it did for renters.  About 14 percent of renters reported total housing
costs of 51 percent or more of their total household income; yet only about 5 percent of homeowners
reported total housing costs that were 51 percent or more of total household income.

The percentage of household income spent on housing appeared to decline with pay grade group,
and this pattern affected the percentages for Reserve Component and Reserve status findings.  Because
E1-E4 Reservists were most likely to spend a large proportion of their income on housing, they were the
most likely pay grade group to suffer financial problems if mobilized.

Health and Dental Care for Reservists

Reservists’ and their families’ medical and dental care expenditures varied widely and were
closely related to age and family status.  In the previous year, over one half of all Reservists spent less
than $500 for health care and services, and less than $200 for dental care.  Slightly less than one third
spent over $1,500 for health care or over $500 for dental care.  Married Reservists had higher levels of
expenditures than did single Reservists.  Reservists with children had high medical and dental expenses
more often than did Reservists without children for most pay grade groups, Reserve Components, and
Reserve status categories.

In general, junior Reservists, who were most likely to be young and single, had the lowest health
care expenditures of any pay grade group.  The age and the marital status of junior Reservists were also
reflected in health and dental care expenditures by Reserve Component.  Members of the USMCR,
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which had the highest proportion of junior Reservists, had the lowest health care expenditures on
average.  Junior Reservists also influenced the findings for expenditures by Reserve status.  More
specifically, a very large proportion of Reservists were unit members, and a large proportion of unit
members were junior Reservists.  This explains why unit members had lower health care expenditures
than did military technicians and IMAs.

Eighty-two percent of all Reservists had medical/hospitalization insurance, and 63 percent had
dental insurance. Evaluations of dental coverage were slightly lower than were ratings of medical
coverage (among those with coverage).  Again, E1-E4 Reservists were least likely to have either
coverage33 percent had no medical insurance, and 50 percent had no dental insurance.  Insurance
coverage seemed to depend primarily on Reservists’ civilian work and school status.  Full-time workers
were most likely to have both dental and medical coverage.  Medical insurance coverage was least
common among students, self-employed workers, and those who did not work for pay outside the
Reserves.  For dental insurance, self-employed workers were the least likely to have coverage.

Among all Reservists, 78 percent of Reservists rated their medical insurance coverage as excellent
or good, and 69 percent gave an equally high rating for their current dental coverage.  Senior enlisted
Reservists and officers rated their coverage higher than did junior enlisted Reservists.  Even though
evaluations of current coverage were relatively high, 61 percent of Reservists were interested in buying
medical insurance through the Reserves for themselves and/or their families if it had been available.
Sixty-two percent would have bought dental insurance.  Although students, part-time workers, and
members who were not workingthose least likely to have both types of coverage overallwere most
interested.  It appears that such a benefit would have a very wide appeal across all groups of Reservists.
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FINANCIAL ISSUES OF RESERVE SERVICE:
A REPORT FROM THE

1992 RESERVE COMPONENTS SURVEY

1.   Introduction and Background

The traditional role of the Reserve Components has been primarily to provide support to the
Active Components, mainly through the operations of its combat-support and combat-service-support
units.  Reserve units were, in effect, “held in Reserve” (Binkin & Kaufmann, 1989) to augment and
expand Active units.  However, the All-Volunteer Armed Force began rebuilding the Reserves in 1973,
and the Department of Defense (DoD) implemented its Total Force policy in 1970.  Since then, the
Reserve Components’ roles have changed and are continuing to change.  As part of the Total Force,
Reserve units fill out the structure of Active units and, in many cases, deploy as augmentees serving side
by side with members of Active units (Moskos, 1990).  In response to recent global events, Reserve units
have had to adopt the overall military posture of flexible response to both foreign and domestic events
(Binkin & Kaufmann, 1989; Segal, 1993).  Reserve units have been called upon to respond to
increasingly difficult and demanding assignments, ranging from educating foreign populaces in
democratic principles to peacekeeping in the midst of warring parties.  In recent years, Reserve troops
have participated in operations in Grenada, Panama, Somalia, Haiti, Rwanda, the Sinai, and Bosnia.
Moreover, Reservists played a critical role in Operation Desert Shield/Desert Storm.  On the home front,
they have been called to duty in support of the Federal Emergency Management Agency for the
California earthquake, Mississippi River floods, hurricanes along the Southeast coast, Northwest forest
fires, and various state civil emergencies.

Reservists play an important, but often overlooked, role as the face of the military to the general
public (Walker, 1992).  Some commentators (e.g., Walker, 1992) have argued that Reservists are deeply
embedded in their local communities, due to historical factors of service and modern recruiting and
retention policy, and are most appropriately regarded as civilian, home-town military members.  As
citizen-soldiers, Reservists often serve as opinion leaders on military policy and advise young people on
the benefits and costs of a military career.  Reservists’ opinions about their profession are important
because they influence the public’s perception of the military as a career path for young people.

For Reserve units to respond effectively to such a wide array of operational demands, readiness is
critical.  Quality and frequency of training, quality and availability of equipment, and personnel strength
are the primary determinants of unit readiness; but other issues (e.g., quality of life) also affect readiness
(Perry, 1996).  The satisfaction and morale of Reservists are affected by factors that include amount of
compensation and benefits, impact of Reserve service on civilian jobs and family life, quality of unit
leadership, downsizing of the Reserves, and perceptions about skill development and its relation to
Reservists’ civilian jobs.  The attitudes of the Reservist’s family toward military service also influence
the member’s morale and future military plans.

The series of surveys on which this report is based was established, in part, by DoD to assess such
issues on a periodic basis.  The 1992 Reserve Components Survey of Officers, the 1992 Reserve
Components Survey of Enlisted Personnel, and the 1992 Reserve Components Survey of Spouses tapped
the attitudes and opinions of Reservists and their spouses on a broad range of issues related to quality of
life.  This report discusses occupational issues of Reservists in their military and civilian lives.
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Background on the Reserve Component Forces

The DoD Total Force policy brought the Active and Reserve Forces into an integrated U.S.
military force.  The five Active Components are the U.S. Army, U.S. Navy, U.S. Marine Corps, U.S. Air
Force, and U.S. Coast Guard.  The Reserve Force consists of seven Services:  Army National Guard
(ARNG), U.S. Army Reserve (USAR), U.S. Naval Reserve (USNR), U.S. Marine Corps Reserve
(USMCR), Air National Guard (ANG), U.S. Air Force Reserve (USAFR), and U.S. Coast Guard Reserve
(USCGR).

Description of Each Reserve Component

All seven Reserve Components were included in the survey.  The Reserve Components are distinct
with regard to history, structure, roles and missions, and demographic compositions.  A description of
each of the Reserve Components is provided to establish a context for information and findings described
in this report.

ARNG.  The ARNG is the largest Reserve Component, comprising more than one third of the
Selected Reserve.  The ARNG has both a Federal and a state mission.  The Federal mission is to maintain
properly trained and equipped units for prompt mobilization during a war, national emergency, or as
otherwise needed.  The state mission is to provide trained and disciplined forces for domestic
emergencies or as otherwise directed by state law.  The ARNG has served in every armed conflict since
the beginning of the nation and has provided strong domestic support for national disasters, the
environment, law enforcement, and community needs.  The ARNG is composed of a land force of
combat, combat-support, and combat-service-support units.  It holds the longest military tradition among
the Reserve Components, basing its history on the first permanent militia regiment organized in 1636.

USAR.  The USAR, the second largest Reserve Component, has a mission to provide trained units
and qualified individuals who are available for active duty in the Army during a war or national
emergency and at other such times as national security requires.  The USAR began in 1908 with the
establishment of the Medical Reserve Corps.  The USAR is composed primarily of combat-support and
combat-service-support units that support the Active Component.  Many of the USAR’s support
functions are unique:  This Reserve Component supports the Total Army with functions such as training
divisions, enemy POW brigades, and rail battalions.  Relative to other Reserve Components, the USAR
has a high proportion of officers (about one fifth of its members).

USNR.  The USNR mission is to provide trained units and qualified personnel available for active
duty in time of war or national emergency and at such other times as the national security requires.
Traditionally, the USNR has focused on meeting global threats under short notice.  Early in the 1800s,
the first naval militias were established by the states.  The first naval battalion within the state militia was
established by Massachusetts in 1888.  In 1915, Congress formally established the Federal Naval
Reserve.  The modern USNR is composed of ship-based units, shore and support forces, aircraft
squadrons, and augmentation units providing professional support services such as intelligence, medical,
and legal services.  The USNR also has a relatively high proportion of officers (about 20%).

USMCR.  The mission of the USMCR is to augment and reinforce its Active counterpart by
providing qualified units and individuals to augment Active commands in time of war or other national
emergency.  The USMCR also reinforces the Active Component through replacement or provision of
special operational capabilities not available in Active units.  It is a small component, with the largest
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proportion of junior enlisted members (more than two thirds of its members) among the Reserve
Components.

ANG.  Like the ARNG, the ANG has both a Federal and a state mission.  The Federal mission is to
maintain properly trained and equipped units that are available for prompt mobilization during a war,
national emergency, or as otherwise needed.  The state mission is to provide trained and disciplined
forces for domestic emergencies or as otherwise directed by state law.  The ANG grew out of the
ARNG’s interest in the developing field of aviation, specifically through ballooning, in the early 1900s.
It was established formally in 1947.  Today, the ANG functions as part of the first line of defense, with a
community-based force that is responsive to federal, state, and local authorities.

USAFR.  The USAFR supports the U.S. Air Force mission to defend the United States through
control and exploitation of air and space.  It provides global reach and global power to America and
functions as a force held in reserve for possible war or contingency operations.  The USAFR grew out of
the movement toward air power early in this century and directly out of the Army Air Corps in World
War II.  The USAFR was created in 1948, 1 year after the U.S. Air Force was formally established.  The
USAFR now performs some U.S. Air Force missions in their entirety (such as weather reconnaissance
and aerial spraying), supports and augments the U.S. Air Force flying mission, and provides mission
support.  The USAFR has a relatively high proportion of officers, nearly one in five members.

USCGR.  The smallest of the Reserve Components is the USCGR, comprising less than 1 percent
of the Selected Reserve.  The USCGR is unique in its dual-reporting structure.  It operates under the
Department of Transportation in peacetime and under DoD in times of war or national emergency.  The
military mission of the USCGR is to provide trained personnel for active duty in times of war and
national emergency or when Active Components require additional personnel.  In addition to its national
defense role, the USCGR has major national security peacetime roles:  maritime safety, maritime law
enforcement, and marine environmental protection.  The USCGR was formed in 1939 as a civilian
auxiliary to assist the U.S. Coast Guard.  In 1941, it was established as a separate military Reserve
Component.

In 1992, the Reserve Component was approximately 60 percent as large as the Active Component.
Between 1989 (the year of peak strength) and 1995, Total Military was reduced by about 25 percent,
from 3.3 million to 2.5 million.  The Reserve Forces were reduced by about 19 percent (from 1.2 million
to 950,000), but the percentage of Reserve members in the Total Force increased from 35 to 38 percent.1

Description of Reserve Status Categories

Reserve Components are composed of members with different service statuses.  The major
categories are:

• Ready Reserve, which has three constituent groups:

Selected Reserve:  Individuals assigned to troop program units (TPUs), the individual
mobilization augmentation (IMA) program, and the Active/Guard Reserve (AGR) program

                                                     
1 Figures supplied by Office of the Assistant Secretary of Defense for Reserve Affairs.
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Individual Ready Reserve:  Pretrained individuals who have already served in Active
Component units or in the Selected Reserve and have a military obligation remaining

Inactive National Guard:  Members of the ARNG who are in an inactive status

• Standby Reserve:  Inactive Reservists who maintain some affiliation with the military

• Retired Reserve:  Reservists who are retired from service

The 1992 Reserve Components Surveys of officers and enlisted personnel and their spouses was
administered to a scientific sample of Selected Reserve members and their spouses.  This report details
both differences in attitudes and opinions among the respondents and differences in how Reservists are
affected by issues such as pay, job status, hours of work, and the relationship between military and
civilian jobs.  The different statuses of Selected Reserve members also imply somewhat different
experiences as Reservists.  These different circumstances of service may also contribute to differences in
perceptions about the experience of being a Reservist.  The different statuses for Selected Reserve are
described below.  All but AGR members, who did not participate in the 1992 Reserve Components
Surveys, are covered in this report:

Part-time unit members:  This is the largest category of Reserve personnel.  Part-time unit
members operate in either operational units within the Reserve Component or in augmentation
units for the Active Component.  Upon mobilization, these units are subsumed into the Active
Component.  Part-time unit members are required to participate 1 weekend per month and for 2
full weeks of annual training.  All Reserve Components contain part-time unit members.

Military technicians:  These full-time Reservists also support Reserve units or provide support in
the Selected Reserve.  These individuals are Federal civilian employees who provide the units with
administrative, training, and maintenance support.  Military technicians must maintain their status
as Reserve unit members, serving in a Reserve unit for weekend drills and annual training.
ARNG, USAR, ANG, USAFR, and USCGR use military technicians.

Individual mobilization augmentees (IMAs):  These Reservists are trained individuals who are
assigned to an Active Component, the Selected Service System, or the Federal Emergency
Management Agency in support of a mobilization.  IMAs also train part-time with an Active
Component unit.  Most IMAs participate in 24 drill periods each year, but some participate only in
annual training.  USAR, USNR, USMCR, and USAFR use IMAs.

AGR:  AGRs serve on active duty with a Reserve or National Guard unit to organize, administer,
recruit, instruct, or train in Reserve units.  Some individual AGR personnel also are assigned to
headquarters and support functions of both Active and Reserve Components.  All Reserve
Components except USCGR use full-time support personnel.

The 1992 Reserve Components Surveys

Since 1971, DoD has conducted periodic surveys of active-duty military members and their
spouses.  In 1986, DoD added the first large-scale survey of Reserve Component members and spouses.
The 1992 Reserve Components Surveys, which continued this program of research, is the largest study to
survey the characteristics, attitudes, and opinions of Reserve Component military members and their
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spouses.  It is especially valuable in that it was administered to personnel in all military services.  Thus,
statistically projectable estimates can be produced for the Reserves as a whole and for each Component.

Questionnaire Design

Like their predecessors, the 1992 Reserve Components Surveys were designed to provide timely
policy-sensitive information about the military life cycle.  The 1992 survey instruments were constructed
around a core of questions similar to those used in previous surveys of Active and Reserve DoD
personnel.  The questionnaires focused on attitudes, experiences, and demographic characteristics of
members and spouses.  The questions examined a wide range of military personnel issues, including the
impact of military policies on the family, the individual, and the individual’s career intent; factors
affecting readiness; and differences in attitudes, experiences, and intent among different subpopulations.
The 1992 Reserve Components Surveys added contemporary topics that included Operation Desert
Shield/Desert Storm experiences, the effects of downsizing, compensation, dual-military families,
military single parents, and family well-being.

Officers and enlisted personnel were surveyed with separate instruments:  the 1992 Reserve
Components Survey of Officers and the 1992 Reserve Components Survey of Enlisted Personnel,
respectively.  Although the two instruments differed mainly in terminology, some items were specific to
only officers or enlisted personnel.  A survey instrument was also developed for spouses of Reserve
members; it was called the 1992 Reserve Components Survey of Spouses.  This instrument covered many
of the same content areas explored in the officer and enlisted personnel surveys, but from the spouse’s
perspective.  Items specific to Reserve spouses were also included.  The 1992 surveys also contained a
subset of questions asked of members in the 1986 surveys, thereby allowing a cross-sectional comparison
of member responses across time.

The questionnaire design team included representatives from the Office of the Assistant Secretary
of Defense for Reserve Affairs and from the Defense Manpower Data Center (DMDC).  After the general
content of the questionnaires was determined, DMDC prepared draft questionnaires that were similar to
the 1986 Reserve Components Surveys.  The questionnaires were reviewed by the design team and then
pretested with military members and spouses.  The questionnaires are included as Appendix A.

Reserve members.  The 1992 Reserve Components Survey of Officers and the 1992 Reserve
Components Survey of Enlisted Personnel questionnaires each consisted of eight sections.

Location:  Current residence and month of completion of the survey

Military Background:  Reserve Component, length of service, promotion expectations, service
history within the Reserve and Active Components, and activation for Operation Desert
Shield/Desert Storm

Military Plans:  Reservists’ military obligations, plans to remain in the military and reasons for this
decision, concerns about downsizing, family readiness, and family problems related to
mobilization
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Military Training, Benefits, and Programs:  Military occupation; attendance at weekend drill and
annual training; hours of Reserve duty; Reserve pay; health and dental insurance;  Reserve benefits
(e.g., commissary, exchange, and educational benefits);  assessments of unit training, equipment,
supervision, and morale;  perceived likelihood of future mobilizations; and plans for reporting for
duty

Individual and Family Characteristics:  Basic demographics (e.g., age, racial/ethnic background,
education, marital status, and characteristics of spouses and family members); spouse’s attitude
toward Reserve service; child care plans during mobilization; and perceived mobilization problems

Civilian Work:  Type of work performed by the Reservist in his/her civilian job, amount of pay,
attitude of the civilian employer toward Guard/Reserve service, and spouse’s employment

Family Resources:  Family income and household expenses

Military Life:  Reservists’ attitudes toward and satisfaction with the military

Reserve spouses.  In the 1992 Reserve Components Survey of Spouses, an introductory section
directed unmarried Reservists to return the survey without completing it and instructed spouses who were
also Reservists to complete the survey from their perspectives as Reserve spouses.2  Following this
introductory section, the questionnaire contained five substantive sections.

Family Military Experience:  Spouse’s military history, member’s military history, and spouse’s
perception of the member’s plans to remain in the Guard/Reserve

Your Background and Family:  Basic demographics (e.g., gender, age, race/ethnic background,
education, marital history, and family composition) and child care arrangements and costs

Family Work Experience:  Spouse’s labor force status and earnings, conflicts between the spouse’s
job and the member’s job, and effect of the member’s Reserve participation on household income

Guard/Reserve Programs: Commissary and exchange use, familiarity with and participation in
Reserve programs and activities for family members, spouse volunteer activity, medical and dental
insurance coverage, problems caused by member participation, sources of social support in the
event of mobilization, and financial effects of Operation Desert Shield/Desert Storm

Family Concerns:  Use of community/civilian social services, spouse’s perception of member’s
motivation for Reserve participation, and spouse’s attitude toward member’s participation

Sample Design

Reserve members.  The sample for the 1992 Reserve Components Survey of Officers and the 1992
Reserve Components Survey of Enlisted Personnel was a stratified random sample of Reserve
Components members who were on the Reserve Components Common Personnel Data System
(RCCPDS) as of December 1991 and October 1992 (see Rizzo, Morganstein, Nieva, & Perry, 1994, for
details of the sampling design).  The sample was drawn using the December 1991 RCCPDS and updated
with current addresses and pay grades in March 1992.

                                                     
2 It was possible for a Reservist to complete both a member survey and a spouse survey.
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The sample consisted of 76,783 members and was divided into four mutually exclusive groups.
The first group, the longitudinal sample group, included Reservists selected in the 1986 Reserve
Components Surveys who were still in the Reserves as of December 1991.  The second group included
IMAs from the USAR, USAFR, USNR, and USMCR.3  The third group included military technicians
from the ARNG, USAR, and ANG.4  The fourth group included unit members who were Reservists
attending weekend drills with Reserve units from each military Component.

The 1992 longitudinal group was a sampling stratum with no further classification (i.e., the sample
was not divided into substrata).  The other three sampling groups were further divided into strata using
cross-classifications formed by Reserve Component, military personnel category (officers vs. enlisted
personnel), and gender.  For example, one distinct sampling stratum was female IMA officers in the
USAR.  A simple random sample was taken within each sampling stratum.  The sampling rates (i.e., ratio
of the sample size to the population size ) differed across strata in order to equalize the variances.

Table 1-1 describes the four primary sample groups and includes the December 1991 population
size, the overall sampling rate, the sample size, and the number of sampled Reservists in each stratum
who were eligible.  The eligibility rate is the ratio of eligible sampled Reservists to the sample size.  The
number of eligible sampled Reservists who returned questionnaires is also shown for each group.  The
response rate is the ratio of responding Reservists to eligible sampled Reservists.

Table 1-1
Sample Group Summary

December
1991 Sampling Sample Eligible Eligibility Respondent Response

Population Rate Size Count Rate Count Rate

 1986 longitudinal
 sample

50,849 0.20 10,000 9,427 0.94 5,336 0.57

 IMAs 27,966 0.18 5,087 4,887 0.96 3,003 0.61

 Military technicians 48,379 0.13 6,117 6,007 0.98 4,099 0.68

 Unit members 857,745 0.06 55,579 51,758 0.93 23,631 0.46

 All Reservists 984,939 0.08 76,783 72,079 0.94 36,069 0.50

Reserve spouses.  The sample frame for the 1992 Reserve Components Survey of Spouses
consisted of all spouses of Reserve members selected to participate in the 1992 Reserve Components
Surveys of officers and enlisted personnel.  The number of spouses in each of the four subsamples was
thus determined by the number of married military members in the subsample.  The sample consisted of
76,783 potential spouses (if every sampled member had been married).  Actual population counts and
sampling rates for the spouse sample are not available.

                                                     
3 USCGR IMAs were inadvertently excluded from the 1992 sample.

4 USAFR military technicians were inadvertently excluded from the 1992 sample and were surveyed in 1994.  Documentation and data from the
1994 USAFR military technician survey are available from DMDC.
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Survey Administration

Data collection began in early November 1992 and was closed at the end of December 1993
(Questar Data Systems, 1994).  The extended data collection period was required due to some difficulty
in reaching USNR members.

Advance notification letters were sent to each unit prior to the first survey mailing.  The purpose of
the letters was to inform unit commanders of the survey and to ensure that unit addresses were up to date.
Unit-based survey administrators returned information to DMDC on the marital status of selected
Reservists and any address updates.

Because no reliable list of Reserve spouses existed, spouses were identified through the Reserve
members selected for the sample.  Survey materials addressed, “To the spouse of...”, were included in the
shipment of member survey materials.  Survey materials were shipped to the Reserve unit to which the
member was assigned.  At the unit, survey administrators checked the marital status and home address of
each sample member, corrected them if necessary, and forwarded the spouse survey to the member’s
home address.  The roster with updated information on marital status and address was returned to DMDC
for use in follow-up survey mailings for spouses.

Three waves of surveys were administered (November 1992 and March and October 1993).  For
the majority of the sample, the first-wave member and spouse packets, which totaled 69,220, were sent to
Reserve units.  Survey packets for Reservists who did not have a unit address (e.g., IMA Reservists) were
mailed to their home address.  Another 7,563 member packets, with corresponding spouse packets, were
mailed to Reservists’ homes.

The first wave of surveys was administered during monthly drill exercises.  Surveys completed at
drill were returned to DMDC by unit survey administrators.  Survey packets for Reservists absent from
drill were mailed to their homes, along with the spouse surveys.

Second- and third-wave mailings were sent to sampled members who did not respond to the
previous waves.  These packets were mailed to updated members’ or spouses’ home addresses, where
available.  A total of 36,799 Reservist surveys and 24,107 spouse surveys were returned.

Data Processing and Weighting

Following the preparation of the raw data files, data from the member and spouse surveys were
edited.  Data editing consisted of duplicate and “empty” case deletion, range checks, setting missing
values and valid skips, and checking data for consistency (between survey items and between survey
items and RCCPDS data).  Inconsistent values were flagged, but no survey data were changed.  See
Westat (1994) for details of data editing.

The remaining records were formed into an analytic dataset for the member and spouse data
analyses (see Table 1-1).  Analytic data sets were formed containing 36,073 member records and 21,148
spouse records.

The 1992 Reserve Components Surveys sample design did not produce a self-weighted sample of
Reservists.  Consequently, Rizzo et al. (1994) developed weights that differed for the various sample
groups in order to obtain unbiased estimates of population statistics (e.g., counts, percentages, and
means).  Data were weighted to known population totals.  For surveys of military members,
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administrative records (in this case, RCCPDS records) are usually considered the most accurate source of
population totals.

Comparisons between administrative records and survey responses for an individual sometimes
reveal differences.  These differences are due to a variety of factors, including administrative record
error, time lag in updating administrative records, survey response error, or a combination of these
factors.  Indeed, there are some differences between survey responses and RCCPDS records on the
variables used to weight the data (i.e., sex, race/ethnic status, officer/enlisted status, and Reserve
Component).  Differences between survey responses and RCCPDS records for the weighting variables
were 0.2 percent for sex, 7.1 percent for race/ethnic group, 0.1 percent for officer/enlisted status, and 0.6
percent for Reserve Component.  A difference was defined as one category response in one source (e.g.,
male) and a different category response in the other data source (e.g., female), but not a missing or
unknown response.  RCCPDS information was accepted as the more accurate source of population totals.

The 1992 Reserve Components Surveys had three major populations of interest:  Reservists,
spouses, and couples.  Each of these populations was weighted separately.  The weighting process for
each population was accomplished using a three-stage procedure.

1. Compute base weights.  Base weights are the reciprocal of an individual’s selection
probability.  If 1 in 10 female Air Force officers were selected, the base weight for female Air
Force officers would be 10.

 
2. Adjust for nonresponse.  Nonresponse adjustments compensate for the fact that not all

sampled individuals returned completed interviews.  If 1,000 officers were selected for the
sample but only 900 returned completed surveys, the nonresponse adjustment would be
1,000/900 or 1.111. Using both the member and spouse survey data, special nonresponse
adjustment was made for the survey question on current marital status.

 
3. Poststratify to known totals.  Poststratification adjusts sample estimates to conform to known

population totals.  This final stage of survey weighting increases the precision of survey
estimates.  The number of members was known from the RCCPDS and could be used to
poststratify the member sample.  Because the number of spouses and the number of couples
were unknown, the spouse and couples totals were estimated from the results of the members’
survey.  Using an iterative process, weights for officers, for example, were further adjusted to
meet totals in cross-classifications such as Reserve Component, race/ethnic status, and gender.

Descriptive Reports

A set of four descriptive reports have been developed based on the 1992 Reserve Components
Surveys of officers and enlisted personnel and their spouses.

Reserve Component Members: A Report from the 1992 Reserve Components Surveys - Background
characteristics of Reserve members, their military service, and their views on readiness and career
issues

Spouses of Reserve Component Members: A Report from the 1992 Reserve Components Surveys -
Background characteristics of Reserve members’ spouses, their employment and child care
situations, and their views on the Reserve service of their spouses
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Military and Civilian Occupations of Reservists: A Report from the 1992 Reserve Components
Surveys - The relationship between the military and civilian occupations of Reserve members

Financial Issues of Reserve Service: A Report from the 1992 Reserve Components Surveys - The
financial benefits and costs of Reserve service on citizen-soldiers and their families

Special Topic Report on Financial Issues of Reserve Service

Organization and chapter contents.  This report contains an introductory chapter and four
substantive chapters.  Chapter 1, Introduction and Background, has stated the intent of the report,
described the 1992 Reserve Components Surveys of officers and enlisted personnel and their spouses, and
provided background information on the Reserve Components.  Chapter 2, Reserve Pay and Benefits,
discusses the contribution of Reserve pay to members’ income, Reserve spouse employment and
earnings, Reservists’ satisfaction with their household income and Reserve pay and benefits, and their
concerns if they needed to leave the Reserves unexpectedly.  Chapter 3, Military Benefits, reports on
Reservists’ use of and satisfaction with educational, commissary, and exchange benefits and other
military facilities.  Chapter 4, Family Housing Expenditures, examines housing and housing-related costs
for homeowners and renters and the relationship of Reservists’ housing costs and their income.  Chapter
5, Health and Dental Care for Reservists, discusses medical and dental care expenditures, current level
and quality of medical and dental insurance coverage, and interest in insurance coverage through the
Reserves.

Analytic approach.  The data analyses used weighted data, which produce the best estimates of
response incidence in the Reserve Component populations (see Rizzo et al., 1994, for details of the
weighting approach).  Emphasis is placed on descriptive findings, which are typically based on
percentages of groups or subgroups who hold a certain characteristic or report a certain attitude.  For
some survey items, measures of central tendency such as means are used to summarize responses.  All
tables presenting survey estimates note any subgroups that were excluded from the calculations.

 
Results are generally presented for the Reserves as a whole, pay grade groups, Reserve status, and

Reserve Components.  These subgroups reflect important areas of difference in perceptions and attitudes
and provide useful comparative information for policy makers.

Pay grade groups in this report follow the conventions used in many military personnel surveys.
More specifically, military rank has been grouped into three enlisted pay grade categories (E1-E4, E5-E6,
and E7-E9) and two officer pay grade categories [O1-O3 and Warrant Officer 1 (WO1) to Warrant
Officer 3 (WO3); and O4 and above (O4+), including Warrant Officer 4 (WO4)].  Tables present pay
grade group data in the order just cited.  A brief description of each pay grade group5 is provided below:

 
E1-E4s:  Junior enlisted are usually younger military members in their first or second enlistment.
Most military personnel are in this pay grade group.

                                                     
5 Although there are differences in Reserve Component characteristics among officer and enlisted pay grades, (e.g., length of service, level of

authority, and, in some cases, level of responsibility), the members within each group have somewhat homogeneous experiences.
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E5-E6s:  Junior noncommissioned officers (NCOs) are the first level of authority within the
enlisted ranks.  Junior NCOs exercise leadership roles in small organizational units such as Army
platoons and Navy divisions.

E7-E9s:  Senior NCOs are career military personnel who are responsible for enlisted members at
the largest organizational level.

O1-O3s and WO1-WO3s:  O1-O3 includes members who are in entry-level commissioned officer
pay grades.  WO1-WO3, as distinguished from commissioned officers, are typically highly
technical enlisted members who were promoted into this rank group from enlisted pay grade
groups.  They are accorded many of the benefits of commissioned officers.  All Reserve
Components except the ANG and the USAFR include warrant officers.

O4+s:  Senior officers of pay grades O4-O6 and general officers of O7+ are included in this group,
which is generally comprised of career officers who have the highest levels of authority at the
largest organizational level.  For this analysis, this group also includes WO4s.

Results for the various Reserve Components are generally presented in historical order or sorted
high to low data order of survey responses.  The historical order used is as follows: ARNG, USAR,
USNR, USMCR, ANG, USAFR, and USCGR.

When available, 1992 survey results are compared with results from the 1986 Reserve Components
Surveys and with characteristics of comparable civilian populations.  These comparisons use data from
the March 1993 Current Population Survey, which reports on household characteristics during calendar
year 1992, and the fall 1991 Survey of Income and Program Participation (SIPP).

 
Statistical significance.  In this report, statements are made about the differences between or

among groups or about the relationships between or among variables.  Such statements about differences
and relationships have all been tested for statistical significance at the p=.05 level.

Statistical significance for differences between percentages was determined using the generalized
variance function (GVF) approach.  This approach, as distinguished from the use of standard errors for
each point estimate, used model-based approximations of actual estimates of standard errors.
Generalized standard errors were modeled for particular subgroups using a representative group of
survey questions.  For more information about the GVF approach, the reader may refer to the Standard
Error Computation Report for the 1992 DoD Reserve Components Surveys (Rizzo & Nixon, 1995).

During data analysis, tables of GVFs produced for the analytic subgroups in each report were used
to determine the statistical significance of findings.  The tables provide analysts with a practical
reference for determining the smallest statistically significant difference between population subgroups.
Appendix B contains GVF tables with confidence intervals for single estimates and for subgroup
comparisons.

The discussion of findings focuses on general patterns of results, rather than on each instance of
statistically significant differences or relationships.  With a sample the size of the 1992 Reserve
Components Surveys of officers and enlisted personnel and their spouses, even small differences in
estimates will be statistically significant.  The focus of the analysis more usefully becomes the
examination of meaningful patterns across results.





13

2.   Reserve Pay and Other Income Sources

Reserve participation offers the opportunity for members to supplement their incomes without a full-
time military commitment.  Although Reservists identified nonfinancial factors more frequently than
financial factors as reasons for staying in the Reserves (see Perry, Hintze, Mackin, & Weltin, 1997,
Chapter 5), it is useful to understand the relationship between Reservists’ pay and other sources of income
for them and their households.

This chapter relates Reserve pay to Reservists’ total wage and salary income and total household
income, examines spouses’ contribution to total household income, and describes Reservists’ overall level
of satisfaction with their household income and with Reserve pay and benefits.  The first section examines
the contribution of Reserve pay to Reservists’ total income, particularly in relation to their civilian work
and school status.  The second section discusses Reservists’ spouses’ work and income.  The final section
discusses Reservists’ satisfaction with Reserve pay and household income, and their concerns about the
financial burden should they have to leave the Reserves unexpectedly.

Contribution of Reserve Pay to Reservists’ Income

For most Reservists, Reserve pay is only a proportion of their total income.  Many Reservists hold
civilian jobs from which they earn wage and salary income.  They also usually have other sources of
income such as interest and dividends, alimony, or public welfare or assistance.  Total household income
includes income from all these sources in addition to wages and salary earned by spouses.  In the 1992
Reserve Components Surveys, Reserve pay and these two other measuresReservists’ wage and
salary income and their total household incomewere found using five questions:

In Question 40, members were asked about their Reserve earnings.

For all of 1991, what was your total Guard/Reserve6 income BEFORE taxes and
deductions?  Include any pay from drills, Annual Training/ACDUTRA, enlistment or
affiliation bonuses, and any call-ups or other active duty or active duty for training.  Please
give your best estimate.

In Question 121, members were asked to report their earnings from all civilian jobs.

During 1991, what was the TOTAL AMOUNT THAT YOU EARNED FROM ALL
CIVILIAN JOBS or your own business BEFORE taxes and other deductions?  Include
earnings as a Guard/Reserve technician.  Include commissions, tips or bonuses.  Give your
best estimate.

In Question 130, members were asked about their spouse’s income from a civilian job.

                                                

6 Guard/Reserve is used in this context throughout the report to reflect the exact wording of the survey questions.  Otherwise, Reserve
is used collectively to refer to both groups.
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Altogether in 1991, what was the total amount that YOUR SPOUSE earned from a civilian
job or his or her own business, BEFORE taxes and other deductions?  Include earnings as a
Guard/Reserve technician.  Include commissions, tips, or bonuses.  Give your best estimate.

In Question 131, members were asked to respond yes or no to a series of items that asked about
their own and their spouse’s income from other sources.

During 1991, did you or your spouse receive any income from the following sources?  Mark
“Yes” or “No” for each item.

• Interest and Dividends on Savings
• Stocks, Bonds or Other Investments
• Alimony, Child Support or Other Regular Contributions from Persons not Living in Your

Household
• Unemployment Compensation or Workers Compensation
• Pensions from Federal, State or Local Government Employment
• Pensions from Private Employer or Union
• Veterans benefits or pensions
• GI Bill
• Social Security or Railroad Retirement
• Supplemental Security Income
• Public Welfare or Assistance
• WIC (food program for women, infants and children)
• Government Food Stamps
• Anything else not including earnings from wages or salaries

In Question 132, members were asked how much was received from income sources listed in
Question 131.

During 1991, how much did you or your spouse receive from the income sources listed in
Question 131?  Do not include earnings from wages or salaries in this question.  Give your
best estimate.

These questions allow tabulation of median Reserve pay, total wage and salary income (which
includes both civilian wages and salary and Reserve pay), and total household income.  The tables
presenting wage and income data in dollar values show medians rather than means.  Because the median
is the value reported by the “middle” respondent to the survey (i.e., one half of the respondents reported
lower values and one half reported higher values), it is less subject to the influence of extremely low or
high values that affect means.  Therefore, medians are more appropriate than means for examining typical
or average dollar earnings and income values.

Table 2-1 shows that median levels of all three types of incomeReserve pay, wage and salary
income, and total household incomeincreased with pay grade group.  In addition to showing that salary
increases as a function of pay grade, these patterns reflect a number of demographic differences across
pay grade groups.  These demographic characteristics such as age, education level, and marital status are
documented in another report (see Perry et al., 1997, Chapter 2).  Reservists in higher pay grade groups
tend to be older and better educated, two factors associated with higher earnings.  Reservists in higher pay
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grade groups were also more likely to be married, increasing the probability of a second wage earner.  It is
also possible that the factors that lead Reservists to be promoted were also factors that lead to success in
civilian occupations.  In other words, success in the Reserves (i.e., pay grade group) was correlated with
success in the civilian sector (income).

Enlisted Reservists’ median Reserve pay was 41 percent of the median for officers ($2,850
compared with $7,000).  The ratio of enlisted Reservists’ figures to officers’ figures was slightly higher
than 41 percent for both median wage and salary income and median total household income.  Enlisted
Reservists’ median wage and salary income ($21,500) was 44 percent of the officer median ($48,860),
and enlisted Reservists’ median total household income ($26,400) was 44 percent of the corresponding
officer figure ($59,500).  Although the median Reserve pay for O1-O3 Reservists was substantially higher
than the E7-E9 median ($5,916 vs. $4,500), median wage and salary and median total household income
were very similar for the two groups ($38,400 and $48,400, respectively, for E7-E9 Reservists; and
$38,000 and $46,600, respectively, for O1-O3 Reservists).

Table 2-1
Median Reserve Pay and Income by Pay Grade Group, Reserve Component, and Reserve Status

Median Income by Type
Pay Grade Group, Reserve

Component, and Reserve Status Reserve Pay
Wage and

Salary
Total

Household

Pay Grade Group
All Enlisted $ 2,850 $ 21,500 $ 26,400

E1-E4 2,000 12,388 15,000
E5-E6 3,000 26,000 33,000
E7-E9 4,500 38,400 48,400

All Officers 7,000 48,860 59,500
O1-O3 5,916 38,000 46,600
O4+ 8,500 61,000 73,568

Reserve Component
ARNG 3,000 21,050 26,000
USAR 3,000 24,000 28,496
USNR 3,000 29,000 37,400
USMCR 2,500 16,000 18,400
ANG 3,310 30,830 38,300
USAFR 3,710 32,600 40,400
USCGR 2,600 35,675 46,000

Reserve Status
Unit members 3,000 23,500 29,000
IMAs 2,500 44,000 53,500
Military technicians 4,000 33,150 41,500

Total $ 3,000 $ 24,746 $ 30,500

 Source. Questions 40, 121, 130, 131, and 132

Across Reserve Components, Reserve pay ranged from a median of $2,500 for the USMCR to
$3,710 for the USAFR.  This pattern of increase was reflected in the distribution of wage and salary and
total household income.  The one exception was USCGR members.  Their median Reserve pay was
relatively low ($2,600), but they had the highest levels of wage and salary income ($35,675) and total
household income ($46,000).  The high income levels of USCGR members is likely related to the high
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proportion of members with at least a bachelor’s degree (see Perry et al., 1997, Chapter 2), suggesting
that on average they may have better-paying civilian jobs.

Across Reserve status categories, IMAs had higher median wage and salary income and total
household income than did other Reservists, but IMAs also reported the lowest median Reserve pay
($2,500 for IMAs vs. $3,000 for unit members and $4,000 for military technicians).  Median wage and
salary income for IMAs was $44,000, compared with $23,500 for unit members and $33,000 for military
technicians.  This pattern also reflects the relative age and educational attainment of these groups overall
(see Perry et al., 1997, Chapter 2).

Another view of Reservists’ income is to examine income by Reservists’ civilian work and school
status.  Question 106 asked:

Are you currently:  Mark all that apply.

• Working full-time as an Army or Air Force Guard/Reserve technician.
• Working full-time in a civilian job (not technician)
• Working part-time in a civilian job
• With a civilian job, but not at work because of temporary illness, vacation, strike, etc.
• Self-employed in own business
• Unpaid worker (volunteer or in family business)
• Unemployed, laid off, or looking for work
• Not looking for work but would like to work
• In school
• Retired
• A homemaker
• Other

As shown in Table 2-2, income varied across civilian work and school status.  Military technicians,
full-time and self-employed workers, and multiple job holders had the highest median wage and salary and
total household incomes, and relatively high Reserve pay.  Reservists who were students and did not work
otherwise for pay had the lowest wage and salary income, as well as the lowest median Reserve pay.
This pattern may explain the increasing income patterns observed across pay grade groups in Table 2-1.
Reservists in lower pay grade groups were more likely than other Reservists to be students or not working
(see Rauch, Shen, Helmick, Perry, & Weltin, 1997, Chapters 4 and 5 for more detail on the civilian work
and school activities of Reservists).
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Table 2-2
Median Reserve Pay, Wage and Salary Income, and Total Household Income by Civilian Work
and School Status

Median Income by Type
Civilian Work and School Status

Reserve Pay
Wage and

Salary
Total

Household

Full-Time Employment
Full-time civilian job $ 3,100 $ 29,303 $ 36,860
Full-time military technician 4,000 31,600 38,872

Other Employment
School and work 2,500 13,400 16,500
Multiple jobs 3,400 30,400 38,800
Part-time civilian job 2,600 13,000 16,150
Self-employed 4,000 32,500 44,000

No Employment
School only 2,304 4,174 7,000
Neither school nor work 3,000 9,756 15,000

Other 3,500 17,210 21,000

Total $ 3,000 $ 24,746 $ 30,500

 Source. Questions 106, 40, 121, 130, 131, and 132

Reserve pay in relation to wage and salary income.  Table 2-3 shows the relationship of
Reserve pay to Reservists’ wage and salary income and to their total household income.  The table was
produced by calculating the proportion of wage and salary income and total household income provided by
each individual Reservist’s Reserve pay and averaging across all Reservists in each row of the table.
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Table 2-3
Contribution of Reserve Pay to Total Wage and Salary Income and Total Household Income by Pay
Grade Group, Reserve Component, and Reserve Status

Pay Grade Group, Reserve
Component, and Reserve Status

Reserve Pay
as Average

Percentage of
W&S Income

Reserve Pay
as Average

Percentage of
Total Income

Pay Grade Group
All Enlisted 30 23

E1-E4 38 29
E5-E6 26 19
E7-E9 22 16

All Officers 24 19
O1-O3 27 21
O4+ 22 17

Reserve Component
ARNG 32 24
USAR 30 24
USNR 23 18
USMCR 36 29
ANG 25 18
USAFR 26 20
USCGR 19 13

Reserve Status
Unit members 30 23
IMAs 17 12
Military technicians 27 19

Total 29 22

 Source. Questions 40, 121, 130, 131, and 132

Table 2-3 shows that, on the average, Reserve pay accounted for 29 percent of Reservists’ wage
and salary income.  For enlisted Reservists, this percentage ranged from 38 percent for E1-E4 Reservists
to 22 percent for E7-E9 Reservists.  Among officers, the proportions showed a similar pattern:  O1-O3
officers relied on Reserve pay for 27 percent of their wage and salary income, and O4+ officers relied on
Reserve pay for 22 percent of their wage and salary income.

Across Reserve Components, Reserve pay as a percentage of wage and salary income ranged
from 19 percent for the USCGR to 36 percent for the USMCR.  The high percentage for the USMCR
members likely reflects their disproportionately high number of junior Reservists who are less likely to be
working at full-time jobs.  The low percentage for the USCGR reflects the high average income of
Reservists in that Component.

Unit members received a higher percentage of wage and salary income from Reserve pay than did
military technicians and IMAs (30% vs. 27% and 17%, respectively).  This pattern is again consistent with
the differences in total wage and salary income among those groups.

These data show that although Reserve pay is not the primary source of wage and salary income
for most Reservists, it does contribute an important part of income for some members.
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Reserve pay in relation to total household income.  Table 2-3 also shows that Reserve pay was a
smaller proportion of total household income than of wage and salary income for all groups.  This finding is
hardly surprising because wage and salary income is only one part of household income; Table 2-1 showed
that Reservists’ wage and salary income averaged 71 percent of total household income.  For all
categories of Reservists, the pattern for total household income was the same as for wage and salary
income; the average percentage of total household income contributed by Reserve pay was 22 percent
compared with 29 percent for wage and salary income.

Reserve pay by civilian work and school status.  Table 2-4 provides another perspective on
Reservists’ income by tabulating Reserve pay percentages by civilian work and school status.  Again, the
pattern for the percentage that Reserve pay contributes to wage and salary income and to total household
income was the same across groups.  The percentages varied greatly across Reserve status categories.
Students without civilian jobs relied on Reserve pay for 72 percent of their wage and salary income and
about one half (49%) of their total household income.  However, for students who also worked, the
percentages dropped to 33 percent of wage and salary income and 26 percent of total household income.
Reservists otherwise not working for pay were the only other group with over one half (57%) of their
wage and salary income from Reserve pay.  Reservists working full-time and at multiple jobs had 21
percent of their wage and salary income from Reserve pay.  For members working only as military
technicians, Reserve pay contributed 30 percent of their wage and salary income.

Table 2-4
Contribution of Reserve Pay to Total Wage and Salary Income and Total Household Income by
Civilian Work and School Status

Civilian Work
and School Status

Reserve Pay as
Average Percentage of

Wage and Salary Income

Reserve Pay as
Average Percentage of

Total Income

Full-Time Employment
Full-time civilian job 21 16
Full-time military technician 30 22

Other Employment
School and work 33 26
Multiple jobs 21 17
Part-time civilian job 40 31
Self-employed 30 22

No Employment
School only 72 49
Neither school nor work 57 40

Other 57 45

Total 29 22

Source. Questions 40, 106, 121, 130, 131, and 132
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Question 89 of the 1992 Reserve Components Surveys asked Reservists about their marital status.

What is your current marital status?  Mark only one answer.

• Married for the first time
• Remarried
• Separated
• Widowed
• Divorced
• Never married

As shown in Table 2-5, marital status was an important factor in the contribution of Reserve pay to
both wage and salary income and to total household income.  For married Reservists, Reserve pay was 24
percent of their wage and salary income, whereas it was 37 percent of wage and salary income for
unmarried Reservists.  This 13 percentage point difference reflects the expectation that married
Reservists are older and have higher wage and salary incomes.  For total household income, there was a
15 percentage point difference between the contribution of Reserve pay for married (16%) and unmarried
(31%) Reservists.  Much of this difference was due to the number of working spouses among married
Reservists.  The next section explores spouse employment and income in more detail.

Table 2-5
Contribution of Reserve Pay to Total Wage and Salary Income and Total Household Income by
Marital Status

Marital Status
Reserve Pay as

Average Percentage of
Wage and Salary Income

Reserve Pay as
Average Percentage of

Total Income

Married 24 16
Not married 37 31

Total 29 22

Source. Questions 89, 40, 121, 130, 131, and 132

Summary.  An important reason for participating in the Reserves is to supplement other forms of
income.  Those for whom Reserve pay is a relatively large portion of total income are likely to feel the
largest impact from changes in real pay levels for their Reserve activities and are likely to be the most
sensitive to fluctuations in real pay.  In general, the larger the portion of a household’s income that comes
from Reserve pay, the greater will be the impact of changes in Reserve pay on that household’s standard
of living.

All forms of income (including Reserve pay, wage and salary income, and total household income)
increased across pay grade groups.  However, Reserve pay comprised a larger percentage of total income
for Reservists in lower pay grade groups.  Across civilian work and school status, students and Reservists
who were otherwise not working for pay had over one half of their wage and salary income from Reserve
pay.  Only full-time workers and those holding multiple jobs reported percentages below the average of 29
percent.  Relative to unmarried Reservists, married Reservists had lower percentages of both wage and
salary income and of total household income from Reserve pay.  The relative difference for total
household income was due to some extent to working spouses.
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Spouse Employment and Earnings

For married Reservists, financial decisions are often household decisions.  Spouse contributions to
household income and the number of hours that spouses work each week can be important considerations
for Reserve participation.  Questions 124 and 125 asked members about the civilian work and school
status and military status of their spouse.

Is your spouse:  Mark all that apply.

• Working full-time in Federal civilian job
• Working full-time in civilian job (not technician or Federal)
• Working part-time in Federal civilian job
• Working part-time in civilian job (not Federal)
• Self-employed in his or her own business
• With a job, but not at work because of TEMPORARY illness, vacation, strike, etc.
• Unpaid worker (volunteer or in family business)
• Unemployed, laid off, or looking for work
• In school
• Retired
• A homemaker
• Other

Is your spouse:  Mark all that apply.

• In the Armed Forces, full-time Active Component.
• In the Armed Forces, full-time Reserve Component (FTS-AGR/TAR)
• Full-time as a Guard/Reserve technician in the Army or the Air Force
• Part-time in the Guard/Reserve
• None of the above

In the discussion that follows, only the spouses’ participation in civilian work and their civilian wage
and salary incomes are considered.  Only 1 percent of Reservists reported that their spouses were in an
Active Component, and another 4 percent reported that their spouse worked part-time in the Reserves.

Type of work.  Table 2-6 shows that 48 percent of married Reservists had spouses who worked
full-time, whereas 23 percent of spouses were students or otherwise did not work for pay.  The work
status and school status of Reservists’ spouses did not vary a great deal across pay grade groups.  E1-E4
Reservists’ spouses were slightly less likely than other enlisted Reservists’ spouses to be employed full-
time only (46% vs. 49% overall) and were slightly more likely to be students (11% vs. 7% overall).
Spouses of O4+ Reservists were also less likely to work full-time (41%) than were other Reservists’
spouses (48% overall), but they were slightly more likely than other Reservists’ spouses to have part-time
jobs (18% vs. 15% overall).



22

Table 2-6
Civilian Work and School Status of Reservists’ Spouse by Pay Grade Group of Reservist

Pay Grade Group
Enlisted Personnel Officers

Civilian Work and School
Status of Spouse E1-E4 E5-E6 E7-E9

All
Enlisted O1-O3 O4+

All
Officers Total

Percent Percent Percent Percent Percent Percent Percent Percent

Full-Time Employment
Full-time civilian job 46 50 49 49 48 41 44 48
Full-time military technician 0 0 0 0 0 0 0 0

Other Employment
School and work 7 3 3 4 3 2 2 4
Multiple jobs 4 4 4 4 6 5 4 5
Part-time civilian job 12 15 16 14 15 18 16 15
Self-employed 2 4 5 4 5 6 6 4

No Employment
School only 4 3 1 3 3 1 2 2
Neither school nor work 23 20 21 21 23 20 26 21

Other 2 2 1 2 1 0 1 1

Total 100 101 100 101 101 99 100 100

Note. Percentages do not sum to 100 due to rounding.
Source. Questions 124 and 125

Hours worked.  In Question 129, Reservists were asked to report the number of weekly hours their
spouse worked.

In 1991, how many hours per week did YOUR SPOUSE work for pay, either full or part-time
at a civilian job?  Give your best estimate.

Table 2-7 shows that 43 percent of Reserve spouses worked between 35 and 40 hours per week,
and another 12 percent worked 41 or more hours.  Spouses of officers were less likely than spouses of
enlisted members to work a full-time schedule of 35 to 40 hours a week (37% vs. 45%). However,
officers’ spouses were more likely than enlisted members’ spouses to work more than 40 hours (16% vs.
12%).  There was little difference in the distribution of spouse work hours for part-time workers across
pay grade groups.  There was also little variation in the distribution of work hours by Reserve Component.
The spouses of IMAs (51%) were slightly less likely to work 35 or more hours a week than were spouses
of unit members (55%) or military technicians (59%).
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Table 2-7
Hours Worked by Reservists’ Spouses by Reservists’ Pay Grade Group, Reserve Component, and
Reserve Status

Pay Grade Group, Reserve Spouse Hours of Work
Component, and Reserve Status 0 1 to 14 15 to 34 35 to 40 41 to 48 49 + Total

Pay Grade Group
All Enlisted 23 3 17 45 5 7 100

E1-E4 25 2 18 43 5 7 100
E5-E6 23 3 17 46 5 6 100
E7-E9 24 2 17 45 5 7 100

All Officers 26 5 17 37 6 10 101
O1-O3 23 4 16 40 7 10 100
O4+ 28 5 18 34 5 9 99

Reserve Component
ARNG 24 3 18 45 5 6 101
USAR 23 3 17 42 5 9 99
USNR 25 3 17 41 6 9 101
USMCR 24 3 18 44 4 7 100
ANG 22 3 17 45 5 7 99
USAFR 25 3 17 42 6 7 100
USCGR 20 4 18 45 4 9 100

Reserve Status
Unit members 24 3 17 43 5 7 99
IMAs 29 5 15 36 6 9 100
Military technicians 23 3 16 47 5 7 101

Total 24 3 17 43 5 7 99

 Note. Percentages do not sum to 100 due to rounding.
 Source. Question 129

Spouse contribution to total household income.  The 1992 Reserve Components Surveys
measured members’ total household income in 1991.  As previously discussed, this figure was the sum of
Reservists’ reported civilian job and wage income, Reserve pay, spouses’ civilian wage and salary income,
and total income from sources other than wage and salary.

Table 2-8 shows that 57 percent of married Reservists, including those with nonworking spouses,
reported that their spouse earned 25 percent or less of total household income, and spouses contributed
more than one half of total household income 9 percent of the time.  Spouses of enlisted Reservists were
more likely than spouses of officers to contribute 26 percent or more of the household income (46% vs.
32%), due at least in part to the relatively high wage and salaries of officers.  Spouses of IMAs were
slightly less likely than spouses of unit members and military technicians to contribute more than 26
percent of the household income.  The differences in these distributions across Reserve Components were
very small.
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Table 2-8
Spouse Contribution to Total Household Income by Pay Grade Group, Reserve Component, and
Reserve Status

Pay Grade Group, Reserve 0-25% 26-50% 51-75% 76%+ Total Mean
Component, and Reserve Status Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 54 36 8 2 100 23

E1-E4 51 33 13 4 101 26
E5-E6 53 38 7 2 100 23
E7-E9 62 34 3 1 100 19

All Officers 69 28 3 1 101 17
O1-O3 60 35 4 1 100 21
O4+ 77 21 2 0 100 14

Reserve Component
ARNG 57 35 6 2 100 22
USAR 57 33 8 2 100 22
USNR 58 34 6 1 100 21
USMCR 55 35 7 3 100 24
ANG 53 37 7 3 100 24
USAFR 61 31 6 1 100 20
USCGR 59 36 4 1 100 21

Reserve Status
Unit members 57 34 7 2 100 22
IMAs 67 27 5 1 100 18
Military technicians 55 36 5 4 100 23

Total 57 34 7 2 100 22

Note. Percentages do not sum to 100 due to rounding.
Source. Question 130

Summary.  The civilian work and school status and earnings of Reservists’ spouses can greatly
affect Reservists’ willingness and ability to serve.  Almost one half of married Reservists reported that
their spouses worked full-time, and 12 percent of Reservists’ spouses worked more than 41 hours a week.
Although officers had the highest household incomes and the highest Reserve pay, their spouses were
slightly less likely to work full-time, but more likely to work overtime when they did.  Among married
Reservists, spouses’ civilian income accounted for more than one half of the total household income 9
percent of the time.  On average, spouses of enlisted members contributed a higher proportion of total
household income than did spouses of officers.

Households with two full-time workers often have less leisure time than did households in which
only one spouse worked full-time.  Reservists whose spouses work full-time may have less flexibility in
their schedules to accommodate Reserve obligations, and Reserve income may be less important to
families in which the Reservist’s spouse works full-time.
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Satisfaction with Household Income and with Reserve Pay and Benefits, and
Concerns if Reservist Needed to Leave the Reserves Unexpectedly

Given the previous data about Reservists’ sources of income, it is useful to examine Reservists’
attitudes about their household incomes, pay, and concerns should they be required to leave the Reserves
unexpectedly.  The value that Reservists place on their pay and other sources of income varied by
different levels of pay and income.

Satisfaction with household income.  In Question 133, Reservists were asked to indicate their
level of satisfaction with their family income.

Overall how do you feel about your/your family income; that is, all the money that comes to
you and other members of your family living with you?

Response options ranged from very satisfied (1) to very dissatisfied (5).

Table 2-9 shows that 38 percent of all Reservists were very satisfied or satisfied with their
household income, but 31 percent were either very dissatisfied or dissatisfied.  Enlisted Reservists were
far less likely to indicate that they were very satisfied or satisfied (34%) than were officers (56%).
Relative levels of satisfaction increased across pay grade groups, perhaps reflecting the increase in total
household income across those groups.  Similarly, IMAswho had the highest household incomeswere
more likely to be very satisfied or satisfied (53%) than unit members (37%) and military technicians
(48%).

Members of the ANG, the USAFR, and the USCGR were more likely to be satisfied with
household income than were Reservists in other Reserve Components.  Forty-five percent of USCGR
members and 43 percent of USAFR and ANG members were very satisfied or satisfied with household
income.  ARNG and USMCR members were least satisfied—34 percent of ARNG members and 33
percent of USMCR members were very satisfied or satisfied.  Again, this pattern tends to reflect the
relative levels of total household income among those Components.
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Table 2-9
Satisfaction with Total Household Income by Pay Grade Group, Reserve Component, and Reserve
Status

Pay Grade Group,
Reserve Component,
and Reserve Status

Very
Satisfied Satisfied

Neither
Satisfied

Nor
Dissatisfied Dissatisfied

Very
Dissatisfied Total

Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 5 29 33 25 9 101

E1-E4 4 23 34 27 12 100
E5-E6 5 31 32 25 7 100
E7-E9 6 43 31 17 3 100

All Officers 12 44 24 17 3 100
O1-O3 9 41 25 20 5 100
O4+ 16 47 22 14 2 101

Reserve Component
ARNG 5 29 33 24 9 100
USAR 6 32 31 24 8 101
USNR 7 33 29 24 7 100
USMCR 6 27 32 25 9 99
ANG 6 37 31 21 5 100
USAFR 7 36 29 21 7 100
USCGR 7 38 30 21 5 101

Reserve Status
Unit members 6 31 31 24 8 100
IMAs 11 42 24 18 6 101
Military technicians 6 42 31 18 3 100

Total 6 32 31 23 8 100

 Note. Percentages do not sum to 100 due to rounding.
 Source. Question 133

In addition to examining data about Reservists’ income, it is useful to understand the level of
satisfaction with pay and benefits reported by members.  Reservists indicated their overall level of
satisfaction in answering Question 145:

Overall, how satisfied are you with the pay and benefits you receive for the amount of time
you spend on Guard/Reserve activities?

Reservists ranked their overall satisfaction with pay and benefits for time spent on Reserve
activities on a scale from 1 (very dissatisfied) to 7 (very satisfied).  Table 2-10 provides the percentage
of Reservists providing each of these scores.  In discussing the results, it is useful to combine scores 1 and
2 to describe considerable dissatisfaction and scores 6 and 7 to describe considerable satisfaction.  The
table shows that, overall, only 14 percent of all Reservists indicated considerable dissatisfaction with pay
and benefits, and 32 percent were considerably satisfied.
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Table 2-10
Satisfaction with Pay and Benefits for Time Spent on Reserve Activities by Pay Grade Group,
Reserve Component, and Reserve Status

Pay Grade Group,
Reserve Component,
and Reserve Status

1
(Very

Dissat-
isfied) 2 3 4 5 6

7
(Very

Satisfied) Total
Percent Percent Percent Percent Percent Percent Percent Percent Mean

 Pay Grade Group
All Enlisted 6 8 12 24 21 19 10 100 4.43
E1-E4 8 9 14 27 20 15 8 101 4.17
E5-E6 4 7 12 23 22 22 10 100 4.57
E7-E9 4 7 9 19 20 26 15 100 4.81

All Officers 4 6 10 15 20 30 16 101 4.95
O1-O3 3 6 11 17 21 28 14 100 4.86
O4+ 4 7 8 13 18 31 19 100 5.04

 Reserve Component
ARNG 6 8 12 23 20 20 11 100 4.49
USAR 6 7 12 24 20 20 10 99 4.48
USNR 5 7 12 22 20 22 12 100 4.58
USMCR 10 10 13 25 18 16 7 99 4.09
ANG 4 7 10 20 21 26 12 100 4.73
USAFR 4 8 11 22 22 23 10 100 4.60
USCGR 4 7 13 21 20 24 11 100 4.62

 Reserve Status
Unit members 6 8 12 23 21 21 11 102 4.50
IMAs 5 6 8 16 18 27 19 99 4.93
Military technicians 5 7 11 21 19 25 12 100 4.64

 Total 6 8 12 23 20 21 11 101 4.52

Note. Percentages do not sum to 100 due to rounding.
Source. Question 145

For both enlisted members and officers, satisfaction levels rose with pay grade group.  Only 23
percent of E1-E4 Reservists indicated that they were considerably satisfied, compared with 32 percent of
E5-E6 Reservists, 41 percent of E7-E9 Reservists, 42 percent of O1-O3 Reservists, and 50 percent of
O4+ Reservists.  Considerable dissatisfaction had the opposite pattern, with 17 percent of E1-E4
Reservists indicating considerable dissatisfaction, and between 9 and 11 percent of Reservists in higher
pay grade groups doing so.

Satisfaction did not vary a great deal by Reserve Component or Reserve status.  Except for
members of the USMCR, who reported considerable dissatisfaction at a rate of 20 percent, all the
Components had rates close to the overall 14 percent.  Similarly, all Components were very close to the
overall 32 percent for considerable satisfaction, except that USMCR members reported a 23 percent rate
and ANG members a 38 percent rate, perhaps reflecting the proportionately high number of junior
Reservists in the former and relatively low number in the latter.  Unit members were slightly more likely to
report considerable dissatisfaction than IMAs or military technicians (14% vs. 11% and 12%,
respectively).  Again, the opposite pattern appears for considerable satisfaction, with 46 percent of IMAs,
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32 percent of unit members, and 37 percent of military technicians providing that response.  These
percentages again tend to reflect the amount of pay and benefits received by the group.

In order to examine whether satisfaction varied by the degree or type of activities in which
Reservists might participate, satisfaction ratings were examined relative to the answers to Questions 35
and 36.  Those questions asked members about their participation in Reserve activities.

In calendar year 1991, which of the following did you participate in/perform?  Mark all that
apply.

• Drill weekends
• Annual Training/ACDUTRA
• Active duty (other than for training)
• Active duty for school training
• Guard/Reserve work at my home or on my civilian job

In 1991, how many days of Annual Training/ACDUTRA did you attend?  Do not include
school unless used to satisfy your Annual Training/ACDUTRA requirement.

In Questions 38 and 39, Reservists were asked about paid and unpaid workdays:

In calendar year 1991, how many paid “Workdays,” in addition to any regular drill days
and Annual Training/ACDUTRA, did you serve?

In an average month in 1991, how many unpaid hours did you spend at your drill location
(place of regular duty)?

Table 2-11 relates average ratings of satisfaction (with pay and benefits for the amount of time
spent) to Reservists’ participation in several key activities such as paid and unpaid workdays and spending
more than 15 days at annual training/ACDUTRA.  For all activities, satisfaction levels ranged from 4.5 to
4.6; therefore, satisfaction varied little with different levels of participation.

Table 2-11
Average Satisfaction with Pay and Benefits for Amount of Time on Reserve Activities by
Participation in Reserve Activities

Average Satisfaction Level
Reserve Activities Participated Did Not Participate

 Active duty (other than for training) 4.6 4.5
 Reserve work at home/civilian job 4.6 4.5
 Paid workdays 4.6 4.5
 Unpaid workdays 4.5 4.5
 > 15 days annual training/ACDUTRA 4.6 4.5

Source. Questions 35, 36, 38, 39, and 145.  Reservists rated satisfaction on a scale from 1 (very dissatisfied) to 7
(very satisfied).
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Impact of force reductions.  In addition to understanding the contribution of Reserve pay to other
measures of income, it is useful to examine Reservists’ concerns about the financial effects that force
reductions could have on them and their families.  The 1992 Reserve Components Surveys measured the
types and degrees of Reservists’ concerns about force reductions from Question 27.

How concerned are you about the following as a result of current talk about force reductions
in the Guard/Reserve?  Mark one for each item.

• Your long-term opportunities in the Guard/Reserve
• The financial burden on you and/or your family should you have to leave the

Guard/Reserve unexpectedly
• Impact of my unit closing on my community

Response options included:

• Very Greatly Concerned
• Greatly Concerned
• Moderately Concerned
• Somewhat Concerned
• Not At All Concerned

Table 2-12 shows the degree of concern expressed by Reservists about the financial burden of
force reductions.  Many Reservists reported a high degree of concern, regardless of the relative
contribution of Reserve pay to household income.  One out of three Reservists were very greatly  or
greatly concerned about the financial burden they would incur should force reductions cause them to
leave the Reserves unexpectedly.  Military technicians were the group most likely to be concerned about
financial burdens; more than two out of three military technicians stated that they were very greatly  or
greatly concerned.  Because military technicians serve in the Reserves as a condition of their full-time
civilian jobs, a force reduction that causes them to leave the Reserves would presumably also mean that
they lost their full-time jobs, causing a substantially larger financial loss than would be faced by other
Reservists.  IMAs, who derive less of their income from Reserve pay than do other Reservists, were least
likely to suggest that they were very greatly  or greatly concerned about financial burdens.
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Table 2-12
Concern About Financial Burden If Reservist Had to Leave the Reserves Unexpectedly by Pay
Grade Group, Reserve Component, and Reserve Status

Pay Grade Group, Reserve
Component,

Very Greatly/
Greatly

Concerned

Moderately/
Somewhat
Concerned

Not at all
Concerned Total

and Reserve Status Percent Percent Percent Percent

Pay Grade Group
All Enlisted 33 38 28 100

E1-E4 28 38 34 100
E5-E6 37 38 25 100
E7-E9 39 38 23 100

All Officers 32 41 27 100
O1-O3 32 43 25 100
O4+ 31 39 29 100

Reserve Component
ARNG 37 38 25 100
USAR 30 40 30 100
USNR 30 40 30 100
USMCR 14 32 53 100
ANG 40 36 24 100
USAFR 30 42 28 100
USCGR 27 44 28 100

Reserve Status
Unit members 31 40 29 100
IMAs 18 35 47 100
Military technicians 69 21 10 100

Total 33 39 28 100

Note. Percentages do not sum to 100 due to rounding.
Source. Question 27

E1-E4 Reservists reported the least concern about financial burdens, even though they reported that
Reserve pay comprised a higher percentage of total household income than did Reservists in other enlisted
pay grade groups.  Among enlisted personnel, 37 percent of E5-E6 Reservists and 38 percent of E7-E9
Reservists were at least greatly concerned, whereas only 28 percent of E1-E4 Reservists were at least
greatly concerned about financial burdens.  There are at least two possible explanations of why E1-E4
Reservists were least concerned about financial burdens even though they derived the highest percentage
of their incomes from Reserve pay.  First, Reservists who are students (many of whom are junior enlisted
Reservists) may have other sources of income not reported on the survey, including parental support.
Second, younger Reservists are less likely to be married and have children, so loss of even a substantial
portion of their incomes may not cause a financial burden.

Among officers, 32 percent expressed very great or great concern about financial burden should
they have to leave the Reserves unexpectedly.  This rate is higher than the 28 percent rate for E1-E4
members and lower than the 37 percent for E5-E6 and 39 percent for E7-E9 members.  These figures, in
conjunction with the previous data about the relationship of Reserve pay to other income sources, suggest
that Reservists’ concerns about financial burden due to force reductions are not necessarily sensitive to
the contribution of pay to income.  The only exception is for junior enlisted members, who express less
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concern despite the generally higher contribution to their income made by Reserve pay.  Concern about
financial burden among higher pay grade group members may reflect the value of future retirement
benefits rather than immediate impact on income.

Levels of satisfaction and dissatisfaction were fairly close across Reserve Components with the
exception of the USMCR, whose members had noticeably less concern than others.  Again, the large
proportion of junior Reservists in the USMCR seems to explain this difference.

Summary.  With few exceptions, satisfaction with both household income and Reserve pay and
benefits increased across pay grade groups, as did the levels of household income and Reserve pay.  The
level of satisfaction varied little with types of participation in Reserve activities.  About one third of all
Reservists expressed very great or great concern about the financial burden if they had to leave the
Reserves unexpectedly.  However, junior enlisted Reservists expressed the lowest degree of concern,
perhaps because their personal situations tend to give them more flexibility in the means and level of
support they require.

Chapter Summary

An important reason for participating in the Reserves is to supplement other forms of income.
Those members for whom Reserve pay is a relatively large portion of total income are likely to feel the
largest impact from changes in pay levels for their Reserve activities.  The larger the portion of a
household’s income that comes from Reserve pay, the greater the impact of changes in Reserve pay was
on that household’s standard of living.

All forms of income, including Reserve pay, wage and salary income, and total household income,
increased across pay grade groups.  Although Reserve pay increased as pay grade group increased, its
contribution to wage and salary income and total household income decreased.  The role that Reserve pay
plays in Reservists’ satisfaction has a complex relationship to those patterns.  For example, junior
Reservists received a much higher percentage of their total income from Reserve pay, but they were
generally less satisfied with pay and benefits than were members of other pay grade groups.  Junior
Reservists were also least likely to express considerable concern about the financial burden should they
have to leave the Reserves unexpectedly.  These findings carry over into comparisons across Reserve
Components, where the USMCR members’ levels of pay and satisfaction reflect the levels of the junior
Reservists most prevalent in that Component.

Relative to Reservists in other occupational categories, students, part-time workers, and Reservists
who were otherwise not working for pay most often reported Reserve pay to be a larger portion of total
income.  Also, members of drilling units reported Reserve pay as a higher percentage of total income than
did IMAs and military technicians.

The proportion of total household income accounted for by Reserve pay was lower for married
Reservists than for unmarried Reservists.  Forty-eight percent of Reservists’ spouses worked full-time,
whereas only 21 percent of spouses did not work for pay.  Among all married Reservists, about one third
had a spouse that contributed at least one fourth of the total household income.

Reservists’ satisfaction with their total household income shows that, in general, they were slightly
more satisfied than dissatisfied.  The direction of satisfaction is the same with regard to Reserve pay and
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benefits, but twice as many expressed high satisfaction than dissatisfaction levels.  The level of
satisfaction with Reserve pay and benefits did not seem to be related to the degree of participation in
Reserve activities in which Reservists engaged.

Enlisted Reservists in pay grade groups E5-E6 and E7-E9 expressed the greatest concern about the
financial impact they would experience should force reductions cause them to leave the Reserves
unexpectedly.  In contrast, the rate of concern expressed by officers was slightly lower.  Although junior
enlisted Reservists (E1-E4) generally received a larger portion of household and wage and salary income
from Reserve pay, they expressed far less concern.  This seeming inconsistency may be partially
attributable to age and circumstance differences.  A higher percentage of junior enlisted Reservists than
members of other pay grade groups were either full-time students or young adults who were more likely to
live with their parents.  Therefore, they may not have been as concerned about fluctuations in income as
were more senior enlisted personnel and officers.  Financial concerns expressed by senior Reservists and
officers may be attributable to the current value of future retirement benefits, which weigh more heavily
for them than for junior enlisted Reservists.
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3.   Military Benefits

In addition to Reserve pay for drill, ACDUTRA and other Reserve activities, Reservists also
receive access to a number of additional military benefits, including commissaries, exchanges, and
educational benefits.  Reservists differ in the frequency with which they use these benefits, and their
usage may be restricted because of one or more factors such as prices, stock, distance, and eligibility. This
chapter examines Reservists’ usage of these benefits and their satisfaction with them.

Usage of Benefits

In the 1992 Reserve Components Surveys, Question 41 asked how frequently Reservists and their
spouse used military benefits and services.

In an average month in 1991, how often did you and/or your spouse use each of the
following?  Mark one for each item.

• Commissary
• Exchange
• Other military facilities

The alternatives were:

• Not Used
• Once
• Twice
• Three to five times
• Six times or more

Use of commissary.  Reservists are limited to 12 visits to commissaries a year in addition to use
while on uniformed duty.  Table 3-1 shows that 39 percent of all Reservists or their spouses used
commissaries at least once in an average month.  Commissary usage tended to increase as pay grade
group increased.  More enlisted members than officers indicated that they did not use the commissary at
all in an average month (62% vs. 56%).  Twenty-eight percent of officers or their spouses used
commissaries once a month, with 16 percent using them two or more times a month.  Among enlisted
members, 18 percent used commissaries once a month, but a slightly higher percentage (20%) used them
two or more times in an average month.

Commissary usage rates ranged from highs of 62 percent for USAFR and 44 percent for ANG
members to lows of 32 percent for ARNG and 28 percent for USMCR members.  Part of this difference
may be explained by the relatively high percentage of IMAs in the USAFR (16% vs. 3% overall) and
military technicians in the ANG (24% vs. 6% overall).  IMAs and military technicians used the
commissary more than did unit members; 53 percent of IMAs, 43 percent of military technicians, and 38
percent of unit members or their spouses used commissaries at least once a month.  A higher proportion of
IMAs and military technicians (than most unit members) may be in a position to use commissaries on a
regular basis.  Reservists in the USMCR and the ARNG were least likely to have used commissaries
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(28% and 32%, respectively).  Lower usage among members in these Reserve Components may reflect
their higher proportion of younger, unmarried personnel.  Reservists without families may find commissary
privileges less beneficial than do married personnel.

Table 3-1
Frequency of Member/Spouse Commissary Usage by Member’s Pay Grade Group, Reserve
Component, and Reserve Status

Pay Grade Group,
Reserve Component,

Not
Used

Used
Once

Used Two or
More Times Total

and Reserve Status Percent Percent Percent Percent

Pay Grade Group

All Enlisted 62 18 20 100
E1-E4 70 13 17 100
E5-E6 58 21 21 100
E7-E9 53 25 22 100

All Officers 56 28 16 100
O1-O3 57 26 17 100
O4+ 55 30 15 100

Reserve Component
ARNG 68 15 17 100
USAR 61 19 20 100
USNR 60 22 18 100
USMCR 72 13 15 100
ANG 55 25 19 99
USAFR 38 33 29 100
USCGR 63 23 14 100

Reserve Status
Unit members 62 19 19 100
IMAs 47 32 21 100
Military technicians 57 23 20 100

Total 61 20 19 100

Note. Percentages do not sum to 100 due to rounding.
Source. Question 41

Table 3-1 also shows that in an average month IMAs as a group were most likely to have used
commissaries, with about one half (53%) using them at least once per month.  Forty-three percent of
military technicians and 38 percent of unit members used commissaries at least once a month.  Because
IMAs are attached to active-duty units, and military technicians provide full-time support for the units, they
may be more likely than unit members to have a commissary readily accessible .

Use of military exchange.   Exchange usage was somewhat more common than commissary
usage, partly because exchange usage is not limited the way that commissary access is.  Table 3-2 shows
that 64 percent of Reservists used military exchanges at least once each month, compared with 39 percent
who used commissaries (as was shown in Table 3-1).  As with commissaries, frequency of exchange
usage increased as pay grade group increased.  Sixty-two percent of enlisted members and 72 percent of
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officers reported that they or their spouses used exchanges at least once during an average month.
Among members who did use exchanges, however, they or their spouses were more likely to visit twice or
more a month than only once.  Forty-three percent of enlisted members or their spouses used exchanges
two or more times a month, but only 19 percent used them only once.  Among officers, 42 percent used
exchanges two or more times a month, but only 30 percent used them only once a month.

As was the case for commissary usage, USAFR members used the military exchanges most
frequently among Reserve Components; 91 percent used the exchange at least once in an average month.
Members of the ARNG and the USMCR were least likely to use exchanges—46 percent of ARNG
members and 43 percent of USMCR members never used military exchanges.  Within Reserve status
categories, unit members were least likely to use exchanges (63%).  Although IMAs were more likely
than military technicians to have used commissaries at least once a month (as was shown in Table 3-1),
they were less likely than military technicians to have used exchanges (69% vs. 74%).

Table 3-2
Frequency of Member/Spouse Exchange Usage by Member’s Pay Grade Group, Reserve
Component, and Reserve Status

Pay Grade Group,
Reserve Component,

Not
Used

Used
Once

Used Two or
More Times Total

and Reserve Status Percent Percent Percent Percent

Pay Grade Group

All Enlisted 38 19 43 100
E1-E4 47 16 37 100
E5-E6 32 21 47 100
E7-E9 28 23 49 100

All Officers 28 30 42 100
O1-O3 31 28 41 100
O4+ 26 32 43 100

Reserve Component
ARNG 46 18 36 100
USAR 39 20 41 100
USNR 31 25 44 100
USMCR 43 18 39 100
ANG 24 23 53 100
USAFR 9 23 68 100
USCGR 25 33 43 101

Reserve Status
Unit members 37 21 42 100
IMAs 31 26 43 100
Military technicians 26 19 55 100

Total 36 21 43 100

Note. Percentages do not sum to 100 due to rounding.
Source. Question 41
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Factors limiting use of commissary and exchange.  Question 42 asked Reservists to indicate the
reasons that limited their use of the commissary and exchange.

Which of the following limit your and/or your spouse’s use of the commissary and exchange?
Mark all that apply in each column.

• Prices
• Stock
• Hours
• Distance
• Military does not allow more frequent use

Table 3-3 shows that distance from the commissary or exchange appeared to be the factor that
most often limited Reservists’ use of these facilities.  Among all Reservists, 68 percent indicated that
distance limited their commissary usage, and 61 percent indicated that distance limited their exchange use.
This finding about the effect of distance is consistent with the evidence that IMAs and military technicians
were more likely to use commissaries and exchanges than were unit members because on average they
may be located closer to these facilities than were unit members.

About one in four Reservists reported that their commissary use was limited because the military
did not allow more frequent use.  Fewer than 1 in 10 reported that this limitation affected their exchange
use.  Reservists were more likely to cite prices and stock as limiting factors in using exchanges (15% and
13%, respectively) versus using commissaries (10% and 6%, respectively).

There were few differences in the assessment of these limiting factors among pay grade groups.
However, compared with enlisted members, officers were slightly more likely to cite distance as a
limitation for both facilities (72% vs. 67% for commissaries and 66% vs. 60% for exchanges).

Table 3-3
Factors Limiting Commissary and Exchange Usage by Pay Grade Group

Pay Grade Group
Enlisted Personnel Officers

Factors
Limiting Usage E1-E4 E5-E6 E7-E9

All
Enlisted O1-O3 O4+

All
Officers Total

Percent Percent Percent Percent Percent Percent Percent Percent

 Commissary Usage
Prices 9 11 11 10 7 8 8 10
Stock 7 6 6 6 6 7 7 6
Hours 14 15 13 14 14 12 13 14
Distance 65 69 69 67 73 71 72 68
Not allowed 22 26 27 24 27 27 27 25

 Exchange Usage
Prices 11 17 21 15 14 17 16 15
Stock 11 14 14 13 15 18 16 13
Hours 14 14 13 14 11 10 11 13
Distance 59 60 59 60 67 66 66 61
Not allowed 11 9 7 9 6 6 6 9

Source. Question 42
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Use of other military facilities.  Table 3-4 shows that other facilities such as morale, welfare, and
recreation (MWR); health; and fitness facilities were used by 38 percent of all Reservists or their spouses,
a rate close to that for commissaries and below the rate for exchanges.  USAFR members were far more
likely to use these facilities (61%) than were other Reservists, whose rates ranged from 42 percent for the
ANG to a low of 32 percent for the ARNG.  IMAs were more likely to use other facilities than were unit
members and military technicians (44% vs. 38% and 36%, respectively).  Although limiting factors (e.g.,
like those in Question 42) were not included in the survey, these patterns suggest that availability of and
proximity to these facilities may again be a factor as it was for commissaries.

Table 3-4
Frequency of Member/Spouse Usage of Other Military Facilities by Member’s Pay Grade Group,
Reserve Component, and Reserve Status

Pay Grade Group,
Reserve Component,

Not
Used

Used
Once

Used Two or
More Times Total

and Reserve Status Percent Percent Percent Percent

Pay Grade Group

All Enlisted 62 11 27 100
E1-E4 65 10 26 100
E5-E6 60 12 28 100
E7-E9 61 13 26 100

All Officers 60 16 24 100
O1-O3 57 16 27 100
O4+ 62 16 22 100

Reserve Component
ARNG 68 10 22 100
USAR 60 12 27 99
USNR 61 13 26 100
USMCR 64 10 26 100
ANG 59 13 29 101
USAFR 39 20 41 100
USCGR 67 12 21 101

Reserve Status
Unit members 62 12 26 100
IMAs 55 16 28 99
Military technicians 64 10 26 100

Total 62 12 26 100

Note. Percentages do not sum to 100 due to rounding.
Source. Question 41
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Educational benefits.  Educational benefits can be a powerful incentive to attract talented
individuals to the Reserves.  In Question 43, Reservists were asked if they were eligible for one of three
educational benefits programs:

Are you now eligible for educational benefits as a result of military service?  Mark all that
apply.

• No
• Yes, State benefits for my Guard/Reserve service
• Yes, Montgomery GI Bill for Selected Reserve
• Yes, Active Force benefits (VEAP, GI Bill)
• Don’t know/am not sure

Reservists’ self-reported eligibility for one or more of these programs is shown in Table 3-5.  The
Montgomery GI Bill for Selected Reserve is available to Reservists who signed a 6-year obligation after
June 30, 1985; eligibility remains for a 10-year period.  During that period, Reservists enrolled in qualifying
educational programs may receive monthly payments for up to 36 months to defray the costs of schooling.
More than one half (52%) of all Reservists reported that they were eligible for this program.  Junior
enlisted Reservists (E1-E4s) were the group most likely to report eligibility (62%).  Among all Reservists,
23 percent of enlisted members and 42 percent of officers indicated that they were unsure about their
eligibility.  Reservists in higher enlisted pay grade groups were also less likely to be eligible, probably
because they either were never eligible or their eligibility period had expired.  Among the Reserve
Components, USMCR members reported the highest eligibility rate (74%) and members of the ARNG
reported the lowest rate (45%).

Many states also offer educational benefits, chiefly for ANG and ARNG members.  The eligibility
rules and benefit levels vary widely.  Not surprisingly, ARNG (35%) and ANG (36%) members were by
far most likely to be eligible for state educational benefits.  Eligibility in the other Reserve Components
ranged from 6 percent to 9 percent.

Finally, some Reservists with prior active-duty service may be eligible for Active Force educational
benefits, including Veterans Educational Assistance Program (VEAP) and the Montgomery GI Bill for
Selected Reserve.  Junior enlisted Reservists (E1-E4s) were not generally eligible for active-duty benefits
because they were less likely than other Reservists to have served in an Active Component (see Perry et
al., 1997, Chapter 3).  Senior officers were most likely to report eligibility for Active Force benefits (25%
vs. 15% overall).
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Pay Grade Group
and Reserve Component

State Benefits for
Guard/Reserve

Service

Montgomery
GI Bill for

Selected Reserve
Active Force

Benefits
Don’t
Know

Percent Percent Percent Percent

 Pay Grade Group

All Enlisted 21 54 15 23
E1-E4 21 62 12 19
E5-E6 22 48 17 26
E7-E9 20 50 13 26

All Officers 15 30 20 42
O1-O3 20 36 16 36
O4+ 10 23 25 48

 Reserve Component
ARNG 35 45 14 27
USAR 8 56 16 25
USNR 6 57 17 26
USMCR 8 74 7 15
ANG 36 46 13 25
USAFR 9 62 18 19
USCGR 6 51 14 32

 Total 21 52 15 25

Note. Reservists could choose more than one type of benefit.
Source. Question 43

Question 44 asked Reservists about which educational benefits they were currently using.

Which educational benefits are you now using?  Mark all that apply.

• None
• State benefits for Guard/Reserve
• Montgomery GI Bill for Selected Reserve
• Active Force benefits (VEAP, GI Bill)

Table 3-6 shows that most (71%) Reservists were not using any educational benefits.  Eligible
Reservists most often reported using the Montgomery GI Bill for Selected Reserve benefits (19%); use of
state and active-duty benefits was much rarer (6% and 5%, respectively).  E1-E4 Reservists were more
likely to use state, Montgomery GI Bill for Selected Reserve, or Active Force educational benefits than
were Reservists in other pay grade groups (42% vs. 29% overall).  Among the Reserve Components,
members of the USMCR were the group most likely to use educational benefits, particularly the
Montgomery GI Bill for Selected Reserve.  State educational benefit usage was highest in the ARNG and
the ANG (12% and 10%, respectively).

Table 3-5
Eligibility for Educational Benefits by Pay Grade Group and Reserve Component
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The usage pattern indicating that junior Reservists were most likely to take advantage of educational
benefits is consistent with the data in Chapter 2.  Those earlier findings show that these Reservists are
most likely to be students.  High usage of the Montgomery GI Bill for Selected Reserve by members of
the USMCR is explained by its high proportion of junior Reservists.

Pay Grade Group
and Reserve Component None

State Benefits for
Guard/Reserve

Service

Montgomery GI Bill
for Selected Reserve Active Force

Benefits
Percent Percent Percent Percent

 Pay Grade Group

All Enlisted 71 6 19 5
E1-E4 58 9 32 5
E5-E6 78 5 12 5
E7-E9 88 2 6 1

All Officers 84 3 6 4
O1-O3 78 5 10 5
O4+ 90 1 2 2

 Reserve Component
ARNG 71 12 17 4
USAR 68 2 22 5
USNR 73 1 17 7
USMCR 54 3 41 2
ANG 75 10 15 3
USAFR 76 2 16 5
USCGR 75 1 15 5

 Total 71 6 19 5

Note. Reservists could choose more than one type of benefit.  Percentages include only those Reservists who were eligible for
benefits.

Source. Question 44

Summary.  Access to commissaries, exchanges, other facilities and services, and educational
support are among the military benefits available to Reservists.  Among all Reservists and their spouses,
39 percent used commissaries, 64 percent used exchanges, and 38 percent used other facilities at least
once a month.

Reservists reported that distance was the most important factor limiting both commissary and
exchange usage.  Another major factor limiting commissary use was military restrictions against more
frequent use.  Prices and stock limited exchange slightly more than commissary use.  Among Reserve
Components, USAFR members were most likely to use commissaries and exchanges, with ARNG and
USMCR members the least likely.  Members of the USAFR also used other facilities such as MWR
facilities more frequently than did members of other Reserve Components.  Although factors limiting the
use of these other facilities were not collected in the 1992 Reserve Components Surveys, the high rate
of use by USAFR members suggests that distance was an important factor in the use of other facilities, as
it was for commissaries and exchanges.

Table 3-6
Use of Educational Benefits by Pay Grade Group and Reserve Component
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Well over one half of all Reservists reported eligibility for one or more of three educational benefit
programs:  state benefits, Active Force benefits, and the Montgomery GI Bill for Selected Reserve.  Both
eligibility and use of state benefits was highest among ARNG and ANG members.  Fifteen percent of all
Reservists were eligible for Active Force benefits, but only 5 percent of those eligible reported using this
benefit.  More than one half of all Reservists were eligible for the Montgomery GI Bill for Selected
Reserve; by far the largest pay grade group using those benefits was E1-E4 members, where about one
third (32%) of those eligible used the program compared with 19 percent overall.

Satisfaction with  Benefits

In addition to examining data about Reservists’ usage of benefits, it is useful to understand the level
of satisfaction with benefits reported by members.  In Question 144, members were asked to rank their
level of satisfaction or dissatisfaction with various features of Reserve service, including those related to
pay, benefits, and services.  In the discussion that follows, military pay and allowances and military
retirement benefits are included along with commissary, exchange, and MWR privileges because all of
these factors are related to financial measures to some degree.

All things considered, please indicate your level of satisfaction or dissatisfaction with each
feature of the Guard/Reserve listed below.

• Military pay and allowances
• Commissary privileges
• Exchange privileges
• Morale/welfare/recreation privileges
• Time required at Guard/Reserve activities
• Military retirement benefits
• Unit social activities
• Opportunities for education/training
• Opportunity to serve one’s country
• Acquaintances/friendships

Reservists responded using one of five alternatives:  very satisfied, satisfied, neither satisfied nor
dissatisfied, dissatisfied, and very dissatisfied.

Table 3-7 shows the percentage of Reservists who responded that they were very satisfied or
satisfied with the five features most associated with pay and benefits (military pay and allowances,
commissary privileges, exchange privileges, MWR privileges, and military retirement benefits).  Overall,
the highest levels of satisfaction were expressed for pay and allowances (60%) and exchange privileges
(57%).  Satisfaction was considerably lower for commissary privileges (44%), military retirement benefits
(43%), and MWR privileges (39%).
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Percent Very Satisfied or Satisfied with Pay and Benefits
Pay Grade Group

and Reserve Component
Military
Pay and

Allowances

Military
Retirement

Benefits
Commissary
Privileges

Exchange
Privileges

MWR
Privileges

 Pay Grade Group

All Enlisted 56 41 43 56 39
E1-E4 46 36 41 52 35
E5-E6 61 43 44 59 42
E7-E9 74 47 46 61 41

All Officers 81 53 45 63 40
O1-O3 77 48 43 61 38
O4+ 85 58 47 65 42

 Reserve Component
ARNG 60 42 43 52 36
USAR 62 43 45 57 37
USNR 60 43 42 59 40
USMCR 44 30 36 45 33
ANG 63 48 45 66 44
USAFR 62 43 47 76 58
USCGR 64 51 48 65 39

Total 60 43 44 57 39

Source. Question 144

For all features, satisfaction increased across pay grade groups, with officers providing higher
ratings than did enlisted members.  For example, 56 percent of enlisted Reservists and 81 percent of
officers were very satisfied or satisfied with military pay and allowances.  Satisfaction with military
retirement benefits was lower than satisfaction with pay and allowances, but again a higher percentage of
officers (53%) than enlisted Reservists (41%) were very satisfied or satisfied with retirement benefits.
For the ratings of other benefitscommissary, exchange, and MWR privilegesthere were much smaller
differences across pay grade groups and between enlisted members and officers.  For example, for
exchange privileges, which provided satisfaction levels second only to pay and allowances, the difference
between enlisted members’ and officers’ ratings was only 7 percentage points (56% vs. 63%).  The
differences for the other two financial features were even smaller (43% vs. 45% for commissary and
39% vs. 40% for MWR).

Table 3-7 further shows that Reservists’ satisfaction with pay, retirement, and other military
benefits varied across Reserve Components.  For all features, the proportion of USMCR members
indicating that they were very satisfied or satisfied was notably lower than for other Reserve
Components.  This finding likely reflects the high proportion of younger and junior enlisted members in the
USMCR because the lower pay grade groups tended to rate all features lower.  For members of
Components other than the USMCR, the percentage indicating that they were very satisfied or satisfied
with three of the five featurespay and allowances, retirement benefits, and commissary
privilegesvaried little, with a range of fewer than 10 percentage points.  There was more variability for
exchange privileges and MWR privileges, even excluding the lowest ratings from the USMCR.  High

Table 3-7
Reservists’ Satisfaction with Pay and Benefits by Pay Grade Group and Reserve Component



43

satisfaction ratings for exchange privileges ranged from 52 percent of ARNG members to 76 percent of
USAFR members.  For MWR privileges, high satisfaction ratings ranged from 36 percent for the ARNG
to 58 percent for the USAFR.

Satisfaction ratings for commissary, exchange, and MWR privileges tended to mirror usage rates in
that Reservists who were most likely to use them most were also most likely to rate their satisfaction the
highest.  This result suggests that members who actually used these benefits were quite satisfied with
them.  However, for some members, it may be that they tended to use those benefits that satisfied them.
Even with a combination of these reasons, however, the strong relationship between access (measured by
distance) and benefit usage should be kept in mind.

Summary.  Overall, Reservists were far more likely to be satisfied than dissatisfied with pay and
benefits.  Levels of satisfaction tended to be greater in higher pay grade groups and for officers compared
with enlisted members.  There were no significant differences in satisfaction ratings among Reservists
with and without high levels of participation.

Among various financial features of Reserve participation, military pay and allowances was the
feature for which the highest percentage of Reservists indicated that they were very satisfied or
satisfied.  The percentage of Reservists indicating this degree of satisfaction increased across pay grade
groups.  Satisfaction ratings for exchange privileges closely followed those for pay and allowances,
followed in turn by ratings for commissary privileges, military retirement benefits, and MWR privileges.
Retirement benefits most satisfied senior enlisted members and senior officers who were most likely to be
closer to using them.  Satisfaction levels for exchange, commissary, and MWR privileges generally
corresponded to usage level, with the most frequently used benefitexchangesreceiving the highest
ratings of the three.

Across Reserve Components, members of the USMCR appeared least satisfied with all of the
financial features discussed.  At least in part, this reflects the USMCR’s larger proportion of junior
members, whose satisfaction ratings were lowest of all pay grade groups for all features.

Chapter Summary

Reservists enjoy several military privileges in addition to receiving pay and allowances for their
service.  This chapter has examined the extent to which Reservists and their spouses use exchange,
commissary, and MWR privileges.  It has also discussed the degree of satisfaction Reservists express
with these privileges, relative to satisfaction with pay and allowance and retirement credit.

Exchange, commissary, and MWR usage and satisfaction.  Exchange usage was higher for all
Reserve Components than was the use of commissary and MWR privileges.  When Reservists rated their
satisfaction with these benefits, the resulting pattern of satisfaction levels reflected usage, with the highest
percentage of members saying that they were very satisfied or satisfied with exchange privileges.
Across all groups of members, Reservists or their spouses who used exchanges were more likely to use
them multiple times a month than only once.

For commissary and exchange usage, distance was, by far, the factor most limiting their usage by
Reservists and their spouses; it appears likely distance was also a major factor in taking advantage of
MWR privileges.  Among Reserve Components, members of the ANG and, to an even greater extent, the
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USAFR were most likely to use all three types of privileges.  To some extent, this set of findings probably
reflects the high percentage of military technicians and IMAs in the ANG and the USAFR.  Because of
the nature of civilian work of military technicians and IMAs, these Reservists are more likely to live closer
to facilities than are drill unit members.

Satisfaction with benefits, including pay and allowances and retirement credits.   Sixty percent
of all Reservists indicated that they were very satisfied or satisfied with military pay and allowances.
Retirement benefits most satisfied senior enlisted members and senior officers who were most likely to be
closer to using them.

Educational benefits.  A substantial number of Reservists reported that they were eligible for one
or more of three educational benefits programs.  Fifty-two percent of Reservists reported being eligible for
benefits through the Montgomery GI Bill for Selected Reserve.  Eligibility was highest among junior
enlisted Reservists; 62 percent of whom were eligible.  Twenty-one percent of Reservists reported that
they were eligible for state educational benefits; these Reservists were concentrated primarily in the
ARNG (35%) and the ANG (36%).  Fifteen percent of Reservists reported they were eligible for Active
Force benefits.

Although many Reservists reported being eligible for educational benefits, more than 71 percent
were not using these benefits.  Usage rates for the Montgomery GI Bill for Selected Reserve and state
benefits were highest among junior enlisted Reservists.  This group of Reservists, who tend to be younger
and more likely to be students, cited educational benefits as an important reason for staying in the
Reserves far more often than did members in other pay grade groups.  This indicates that educational
benefits have an extremely high value to those who use them.
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4.   Family Housing Expenditures

Housing costs are a major expenditure for both homeowners and renters.  Because most Reservists
must continue to pay for housing even when mobilized, these expenses are important in determining how a
call-up affects financial well-being.  This chapter examines the housing characteristics and financial
outlays of Reservists and their families.

The first section of the chapter presents the number of homeowners and renters among Reservists
and the length of time they had owned or rented their current residence.  The second section examines
housing costs separately for owners and renters.  In addition to monthly house or rental payments, housing
expenditures include utilities, insurance, and other basic housing-related expenses.  The final section
compares total housing costs both with Reservists’ income from their main civilian jobs and with their total
household income.

Basic Housing Characteristics

Reservists, like most of the population, make housing choices based on their personal and family
circumstances.  Decisions about living quarters depend on a number of economic factors, including work
and school situations, income, and expected mobility.

Housing tenure.7  Basic information about owned, rented, and otherwise-classified housing was
collected using Question 135.

Do you RENT or OWN your principal residence?

• Neither, live in government-owned or leased housing
• Neither, live with friends/relatives and PAY NO COSTS
• Neither, live in other accommodations
• RENT
• OWN

Table 4-1 shows that just over one half of all Reservists (51%) owned their own homes, 34 percent
rented their residences, and 15 percent had other housing arrangements.  In comparison, data from the
American Housing Survey of the United States in 1991 and the American Housing Survey of the
United States in 1993 show a national home ownership rate of about 64 percent and a rental rate of
about 36 percent.  These two surveys, conducted by the U.S. Department of Commerce or the U.S.
Department of Housing and Urban Development, report tenure for all occupied housing units in the United
States.  The overall ownership rate for Reservists was heavily influenced by the low rate for E1-E4
Reservists (19%), the only group below the overall rate and the group that was most likely to be young,
unmarried, and earning no or low civilian wages.  In contrast, O4+ and E7-E9 Reservists were most likely
to own their principal residences (90% and 85%, respectively).

                                                

7 The term tenure as applied to housing characteristics refers to whether an occupied unit is owned or rented.
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Table 4-1
Housing Tenure of Reservists by Pay Grade Group, Reserve Component, and Reserve Status

Other
Pay Grade Group,

Reserve Component, Rent Own
Govt.

Housing
Friends/
Relatives

Other
Acc.

Total
Other Total

and Reserve Status Percent Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 38 46 1 15 2 18 102

E1-E4 50 19 1 28 2 31 100
E5-E6 33 58 1 7 1 9 100
E7-E9 13 85 0 1 0 1 99

All Officers 18 78 1 2 1 4 100
O1-O3 28 66 1 4 1 6 100
O4+ 8 90 1 1 1 3 101

Reserve Component
ARNG 38 47 1 13 2 16 101
USAR 37 47 1 15 1 17 101
USNR 28 60 1 10 1 12 100
USMCR 44 25 0 28 3 31 100
ANG 25 64 0 9 1 10 99
USAFR 30 61 1 7 1 9 100
USCGR 21 69 1 8 1 10 100

Reserve Status
Unit members 36 48 1 14 2 17 101
IMAs 21 73 2 4 0 6 100
Military technicians 18 79 0 2 1 3 100

Total 34 51 1 13 2 16 101

 Note. Percentages do not sum to 100 due to rounding.
 Source. Question 135

Ownership rates by Reserve Component and Reserve status were clearly influenced by the
ownership rate of junior enlisted Reservists.  Among E1-E4 Reservists, 19 percent owned their homes;
one half (50%) rented their principal residences; and 31 percent had other housing accommodations.
Living with friends or relatives was most prevalent among junior enlisted Reservists, with more than one
fourth (28%) of all E1-E4 members reporting those arrangements.  Therefore, the relatively high
proportions of young junior enlisted Reservists in the USMCR, followed by the ARNG and the ANG,
explain the lower-than-average ownership rates for members of these Reserve Components.  The only
Component for which ownership rates did not reflect the proportion of E1-E4 members was the USCGR.
However, USCGR members were generally older than members of the other Components with high
proportions of junior enlisted members, which may account for this discrepancy (see Perry et al., 1997,
Chapter 2).

Across Reserve status groups, the dominance of E1-E4 Reservists among unit members was again
clear; the ownership rate among unit members was 48 percent, with IMAs and military technicians having
rates much higher than average (73% and 79%, respectively).  Unit members were also more likely to
have alternative housing accommodations; nearly 17 percent neither rented nor owned, compared with 6
percent of IMAs and 3 percent of military technicians.



47

Length of time at current residence.  To determine how long Reservists had lived at their current
owned or rented residence, the 1992 Reserve Components Surveys included Question 136:

How long have you RENTED or OWNED your residence?

• 3 months or less
• 4 to 6 months
• 7 to 12 months
• 13 to 24 months
• 25 to 36 months
• 37 to 48 months
• 49 to 59 months
• 5 to 10 years
• 11 to 20 years
• 21 or more years

As shown in Table 4-2, 24 percent of Reservists had lived at their present residences for 12 months
or less, and 46 percent had lived at their current residences for 4 years or longer.  The average duration
was shortest for junior enlisted Reservists (E1-E4s), of whom 42 percent had lived at their current
residences for 12 months or less.  Senior enlisted Reservists (E7-E9) and senior officers (O4+) were most
likely to have lived at their current residences for 4 years or more; 76 percent of E7-E9 Reservists and 70
percent of O4+ Reservists had lived at their current residences for 4 years or longer.  For both enlisted
members and officers, the percentage of members who lived at their current residence for 4 years or less
decreased as pay grade group increased, and the number who had lived there for more than 4 years
increased across pay grade group.  This finding suggests that senior Reservists, who were most likely to
own their own homes, were more stable in their living arrangements than were junior members.  This is
consistent with national data from the 1993 American Housing Survey, which show that about 75 percent
of all homeowners occupied their homes for 4 years or more, whereas only 31 percent of all renters did
so.
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Table 4-2
Length of Time at Current Residence by Pay Grade Group, Reserve Component, and Reserve
Status

Pay Grade Group, Months Living at Current Residence
Reserve Component, 0 - 12 13 - 24 25 - 36 37 - 48 49 or More Total
and Reserve Status Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 25 14 11 7 44 101

E1-E4 42 19 12 6 21 100
E5-E6 20 13 11 8 49 101
E7-E9 8 6 6 5 76 101

All Officers 15 11 9 8 56 99
O1-O3 22 16 12 9 42 101
O4+ 9 7 7 7 70 100

Reserve Component
ARNG 26 13 10 7 44 100
USAR 24 13 10 7 46 100
USNR 19 14 11 7 49 100
USMCR 41 17 11 6 26 101
ANG 19 12 10 7 52 100
USAFR 20 15 10 8 47 100
USCGR 17 9 11 9 55 101

Reserve Status
Unit members 25 14 11 7 44 101
IMAs 17 10 8 8 56 99
Military technicians 13 10 8 7 63 101

Total 24 13 10 7 46 100

Note. Percentages do not sum to 100 due to rounding.
Source. Question 136

Across Reserve Components, there was a fair degree of similarity in duration of residence among
all groups, except that a large proportion (41%) of USMCR members had lived at their residence for 12
months or less, and a small proportion (26%) lived there for more than 4 years.  This exception reflects the
proportionately high number of junior Reservists in the USMCR, who were more likely to have moved in
the recent past.

Military technicians and IMAs were more likely than were unit members to have lived in their
current residences for 5 years or longer.  Table 4-2 shows that 63 percent of military technicians and 56
percent of IMAs had lived in their current residences for at least 4 years, compared with 44 percent of
unit members.  Twenty-five percent of unit members had lived in their current residences for 12 months or
less, whereas 17 percent of IMAs and 13 percent of military technicians had done so.

Summary.  Home ownership rates generally reflected Reservists’ overall economic characteristics.
Among E7-E9 Reservists and officers, home ownership rates were relatively high.  Only about one fifth of
E1-E4 members owned their homes; this group of junior enlisted Reservists was relatively young and far
more likely to be students and unmarried.  In fact, more than one fourth of this group lived with friends or
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relatives.  These characteristics influenced the ownership rates for the Reserve Components where the
proportions of junior Reservists were highest.

The duration of Reservists’ residence showed a distinct pattern of increasing as pay grade group
increased.  There were large differences in the length of time that members of different pay grade groups
lived at their current residences.  Forty-two percent of all E1-E4 Reservists had lived at their current
residences for 1 year or less, but less than 10 percent of E7-E-9 members and O4+ officers had done so.

Housing Costs for Renters and Owners

Types of housing costs.  Total housing costs include payments for rent or mortgage, plus costs for
utilities, insurance, fees, and other expenses that are otherwise not included.  The 1992 Reserve
Components Surveys asked about these expenses in a series of questions.  Reservists were asked about
their monthly rental costs in Question 137.

How much TOTAL RENT is paid for your residence PER MONTH?

If you share the rent, enter the total rent paid by all occupants.  (For example, if it is $525
enter 0525 in the boxes and fill in the matching circles.  Include RENT only.  Other housing
costs will be asked for later.)

Reservists were asked about their monthly house payment in Question 138.

What is your monthly house payment for your residence?  (Include the PRINCIPAL AND
INTEREST on all mortgages or trusts, real estate TAXES and homeowner’s INSURANCE.
Also include land lease, mobile home lot rental, or berthing fees, if applicable.  Other housing
costs, such as utility and maintenance costs, etc., will be asked for later.  Example:  if your
payment is $890, enter 0890 in the boxes, then fill in the matching circles.)

Questions 139, 140, and 141 asked about utility costs and expenses such as insurance and fees not
included in rent or house payments for both renters and owners.

Over the last 12 months, what was the AVERAGE MONTHLY cost of all utilities (except
telephone and cable TV) paid separately from other rental or home ownership costs?

DOES NOT APPLY, No utilities are paid separately
Do not have a basis for estimating utility costs

For each utility, add all costs for the LAST 12 MONTHS and divide by 12.  (If you do not
know the costs for all 12 months, please estimate.)
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Enter the average monthly cost for each utility in the space below, then enter the TOTAL at
the right.

Monthly Average
• Electricity
• Natural Gas/Propane
• Fuel Oil
• Wood/Coal
• Water/Sewer
• Garbage

Enter the AVERAGE MONTHLY maintenance cost paid for the UPKEEP of the residence.
Round off to the nearest dollar.

No maintenance costs are paid separately

INCLUDE only maintenance such as plumbing, electrical, heating/cooling system or
structural repairs, yard upkeep, etc.

DO NOT include the cost of home improvements (e.g., remodeling, new rood, new furnace,
major appliances), new shrubs, new fences, or other additions.  Example:  If your cost is $25
per month, enter 025 in the boxes, then fill in the matching circles.

Enter the AVERAGE MONTHLY cost of any of the following housing expenses for the
residence:  condominium fee, homeowner’s association fee, property and hazard insurance,
if NOT included in Question 137 or Question 136.

Housing costs for renters.  Table 4-3 compares average monthly rent and average monthly total
housing costs for renters.  Across all groups of Reservists, the average monthly rent was $420, and the
average monthly housing costs were $517, a difference of $97 per month.  As might be expected, average
payments of both types increase across pay grade groups, reflecting increases in the income levels needed
to support those expenditures.  Costs for junior enlisted Reservists were well below the overall average
($385 and $471 for rent and housing costs, respectively), and costs for E5-E6 Reservists were close to the
overall average ($425 and $531 for rent and housing costs, respectively).  Costs for E7-E9 Reservists
($512 and $629) and O1-O3 officers ($510 and $616) were similar, and those for O4+ officers were
substantially higher ($679 and $828).  In all cases, the higher the average monthly rent, the higher the
difference between rent and monthly housing costs.



51

Table 4-3
Average Rent, House Payment, and Monthly Housing Costs for Renters and Owners by Pay Grade
Group, Reserve Component, and Reserve Status

Pay Grade Group, Renters Owners
Reserve Component, and

Reserve Status
Average

Monthly Rent
Average Monthly

Housing Costs
Average Monthly
House Payment

Average Monthly
Housing Costs

Pay Grade Group
All Enlisted $ 407 $ 503 $ 605 $ 820

E1-E4 385 471 536 731
E5-E6 425 531 607 825
E7-E9 512 629 647 872

All Officers 548 665 962 1,223
O1-O3 510 616 856 1,095
O4+ 679 828 1,041 1,317

Reserve Component
ARNG 378 475 562 779
USAR 417 517 715 955
USNR 499 604 845 1,076
USMCR 447 526 839 1,063
ANG 449 540 691 909
USAFR 477 578 824 1,057
USCGR 515 612 816 1,052

Reserve Status
Unit members 416 513 697 922
IMAs 526 623 931 1,181
Military technicians 461 568 603 811

Total $ 420 $ 517 $ 699 $ 925

Source. Questions 137, 138, 139, 140, and 141

Across Reserve Components, the lowest average rents and rental housing costs were for members
of the ARNG ($378 and $475, respectively) and the USAR ($417 and $517, respectively).  The highest
averages were for members of the USNR ($499 and $604, respectively) and the USCGR ($515 and $612,
respectively).  This suggests that geographic factors, rather than composition by pay grade group, affect
comparisons across Reserve Components.  It may be that rent and rental housing costs tend to be
somewhat higher in areas close to bodies of water, where USNR and USCGR members may concentrate.
Even members of the USMCR, whose junior members have tended to dominate its low financial figures,
report rent and rental housing costs above the overall average for Reservists.

Across Reserve status categories, both rent ($416) and rental housing costs ($513) for unit
members were similar to the overall averages ($420 and $517, respectively).  IMAs had the highest costs
($526 and $623, respectively), and military technicians’ costs were $461 and $568, respectively.
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Housing costs for homeowners.  Table 4-3 also shows that, overall, Reservists paid an average of
$699 for monthly house payments and $925 for total housing costs.  The difference of $226 was much
larger than the difference of $97 for renter costs.  Across pay grade groups, the patterns of homeowner
costs were the same as the patterns for renters.  Both sets of costs increased across pay grade groups,
and the difference between house payments and total housing costs increased as house payment
increased.  However, the homeowner costs for E7-E9 enlisted members ($647 for house payment and
$872 for total costs) were not as similar to those for O1-O3 officers ($856 for house payment and $1,095
for total housing costs) as they were for rental costs.

Patterns of housing costs differed from those of rental costs across Reserve Component and
Reserve status.  Although members of the ARNG reported the lowest homeowner costs ($562 and $779
for house payment and total costs, respectively) as they did for rental costs, relatively high costs were
reported for the USNR ($845 and $1,076, respectively), the USMCR ($839 and $1,063, respectively), the
USAFR ($824 and $1,057, respectively), and the USCGR ($816 and $1,052, respectively).  The relative
uniformity of these figures and the reordering of the pattern of differences suggest that different factors
are operating than those influencing rental costs.  For instance, homeowners who have owned their homes
for longer periods may have lower house payments than did those who purchased more recently.

Among Reserve status categories, military technicians had the lowest house payments and average
monthly homeowner costs ($603 and $811, respectively), followed by unit members ($697 and $922,
respectively).  This relative ranking differed from that for rental costs in which expenses were greater for
military technicians than for unit members.  This suggests that military technicians had bought their homes
earlier, and consequently paid less on average that did unit members.  As was the case for rental costs,
IMAs had the highest house payments and average monthly homeowner costs ($931 and $1,181,
respectively).

Summary.  Monthly rent, monthly house payments, and total housing costs for both owners and
renters increased across pay grade groups.  Overall, renters paid just under $100 a month for housing
costs beyond rent, and owners paid over $200 a month for housing costs beyond their house payment, with
substantial differences in these figures among pay grade groups.  Across Reserve Components, the
patterns of rental payments differed somewhat from the pattern for ownership payments.  This set of
findings suggests that factors such as geographical distributions of Component members, differences in the
length of time that members owned their homes, and local housing situations are important determinants of
housing costs for Reservists.

Relationship of Reservists’ Housing Costs and Reservists’ Income

Perhaps more important than looking at monthly rent, house payments, and housing costs is
understanding the proportion of income spent on housing.  In this section, a series of tables presents this
information as a measure of the impact of housing costs for both renters and owners.

Impact on renters.  Table 4-4 shows that, overall, Reservists who rented their residences spent 30
percent of their civilian income on rental housing costs.  This median percentage varied greatly over pay
grade groups.  The highest median percentage was for E1-E4 Reservists who spent 37 percent of their
civilian income on rental housing costs.  Fully 21 percent of these members spent 51 percent or more of
their civilian income for rental costs, compared with 15 percent of all Reservists.  O4+ officers and E7-E9
Reservists had the lowest median percentages of civilian income for rental housing costs (20% and 21%,
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respectively).  Only 5 percent of O4+ officers and 4 percent of E7-E9 Reservists spent 51 percent or
more of their civilian income for rental costs.  Across all Reservists, more than one half (53%) spent
between 11 and 30 percent of their civilian income for rental costs.

Table 4-4
Total Rental Costs as a Percentage of Reservists’ Civilian Income by Pay Grade Group, Reserve
Component, and Reserve Status

Pay Grade Group, Rental Costs as Percentage of Reservists’ Civilian Income
Reserve Component, 0 - 10% 11 - 20% 21 - 30% 31 - 40% 41 - 50% 51+% Median
and Reserve Status Percent Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 7 28 24 15 9 16 31

E1-E4 6 23 21 17 11 21 37
E5-E6 7 32 27 13 8 12 26
E7-E9 11 41 27 13 4 4 21

All Officers 10 38 25 11 6 9 23
O1-O3 8 38 26 12 5 11 23
O4+ 16 39 23 9 8 5 20

Reserve Component
ARNG 8 27 25 16 9 15 30
USAR 7 31 22 14 11 15 31
USNR 5 30 26 16 8 15 28
USMCR 6 20 24 16 11 24 38
ANG 8 35 24 15 7 12 25
USAFR 6 32 28 14 7 13 28
USCGR 15 29 32 8 3 12 25

Reserve Status
Unit members 7 29 24 15 9 16 30
IMAs 10 35 21 14 9 11 23
Military technicians 10 40 29 12 5 4 22

Total 7 29 24 15 9 15 30

Source. Questions 121, 137, 139, 140, and 141

The variations in the distribution of rental costs as a percentage of civilian income across Reserve
Component and Reserve status generally reflected the proportion of junior enlisted Reservists in those
groups.  For example, the USMCR had the largest median percentage (38%) across Components, and unit
members had the largest percentage across Reserve status categories (30%).

Table 4-5 shows the percentage of total household income represented by housing costs for renters.
As would be expected, the overall median of 25 percent was lower than the 30 percent observed when the
percentage was calculated using only civilian income.  Also, the patterns of overall medians were very
similar for pay grade groups, Reserve Component, and Reserve status categories.  E1-E4 Reservists still
represent the largest proportion of members who pay 51 percent or more of their total household income
for rental costs (20% vs. 14% overall).
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Table 4-5
Total Housing Costs for Renters as a Percentage of Reservists’ Total Household Income by Pay
Grade Group, Reserve Component, and Reserve Status

Pay Grade Group,
Housing Costs for Renters as Percentage of Reservists’

Total Household Income
Reserve Component, 0 - 10% 11 - 20% 21 - 30% 31 - 40% 41 - 50% 51+% Median
and Reserve Status Percent Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 10 31 24 14 8 15 27

E1-E4 8 25 22 16 9 20 32
E5-E6 11 36 25 12 6 10 22
E7-E9 16 44 25 7 2 6 18

All Officers 14 45 23 7 4 7 19
O1-O3 12 46 24 8 4 7 19
O4+ 22 43 20 5 5 6 17

Reserve Component
ARNG 11 32 23 13 8 13 25
USAR 11 31 23 13 7 15 26
USNR 6 34 26 14 6 14 26
USMCR 8 24 22 13 11 23 32
ANG 12 39 21 12 6 10 22
USAFR 9 34 27 12 6 12 23
USCGR 16 32 24 8 6 15 24

Reserve Status
Unit members 10 32 24 13 7 14 26
IMAs 11 40 18 14 7 10 21
Military technicians 15 43 24 10 4 4 19

Total 10 33 24 13 7 14 25

Source. Questions 40, 121, 130, 131, 132, 137, 139, 140, and 141

Impact on homeowners.  Although monthly housing costs were generally higher for homeowners
than for renters, Table 4-6 shows that homeowners generally spent a smaller proportion of their civilian
income on housing costs.  The homeowner median percentage was 23 percent, compared with 30 percent
for renters.  Six percent of homeowners spent 51 percent or more of their civilian income on housing
costs, whereas 15 percent of renters spent that much on rental costs (as was shown in Table 4-4). As
with rental costs, Reservists tended to spend a smaller percentage of their income on housing as pay grade
group increased, although the range of median percentages across pay grade groups was much smaller for
housing costs (20%-28% for homeowner costs, and 20%-37% for rental costs).

There was little variation in the median percentage of civilian income spent for homeowner costs
across both Reserve Components and Reserve status categories.  All medians are within one percentage
point of the overall average of 23 percent, with the exception of the 28 percent for USMCR members.
The particularly large percentage for the USMCR is explained by the large proportion of junior Reservists
whose housing costs are a relatively high percentage of their income.
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Table 4-6
Total Homeowner Costs as a Percentage of Reservists’ Civilian Income by Pay Grade Group,
Reserve Component, and Reserve Status

Pay Grade Group, Homeowner Costs as Percentage of Reservists’ Civilian Income
Reserve Component, 0 - 10% 11 - 20% 21 - 30% 31 - 40% 41 - 50% 51+% Median
and Reserve Status Percent Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 10 32 31 15 6 7 24

E1-E4 7 25 34 16 9 9 28
E5-E6 10 31 31 16 6 7 24
E7-E9 15 38 28 11 4 5 20

All Officers 9 34 33 13 5 6 23
O1-O3 6 32 34 15 6 7 24
O4+ 11 36 32 12 5 4 22

Reserve Component
ARNG 12 32 29 14 6 7 23
USAR 10 33 30 14 6 6 23
USNR 7 28 37 15 7 5 24
USMCR 7 26 29 18 10 9 28
ANG 10 34 31 13 5 6 23
USAFR 8 32 30 16 6 7 24
USCGR 8 32 35 16 5 4 23

Reserve Status
Unit members 10 32 31 15 6 7 24
IMAs 9 35 33 12 5 5 22
Military technicians 13 34 29 13 6 6 22

Total 10 32 31 14 6 6 23

Source. Questions 121, 138, 139, 140, 141

Table 4-7 shows the distribution and medians for homeowner costs as a percentage of total
household income.  Compared with the overall median for costs as a percentage of civilian income (23%),
the overall median for costs as a percentage of total household income was slightly less21 percent.  This
median value of 21 percent for homeowners indicates that they spent a smaller proportion of their total
household income for housing costs than did renters (25%), as was shown in Table 4-5.  These figures
compare with national data from the 1991 and 1993 American Housing Surveys, which show that
homeowners spent about 18 percent of their total household income for housing costs, whereas renters
spent about 27 percent of their total household income for housing costs.

Table 4-7 shows patterns similar to those in previous tables (across pay grade group, Reserve
Component, and Reserve status).  For example, across Reserve Components, the median percentages
ranged from 20 percent for the ANG to 23 percent for the USMCR.  Across Reserve status categories,
the variation was even less.  For IMAs and military technicians the median percentage was 20, and for
unit members it was 21.
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Table 4-7
Total Homeowner Costs as a Percentage of Reservists’ Total Household Income by Pay Grade
Group, Reserve Component, and Reserve Status

Pay Grade Group,
Homeowner Costs as Percentage of Reservists’

Total Household Income
Reserve Component, 0 - 10% 11 - 20% 21 - 30% 31 - 40% 41 - 50% 51+% Median
and Reserve Status Percent Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 13 36 30 11 5 5 21

E1-E4 11 27 34 13 7 8 26
E5-E6 12 36 30 12 5 6 22
E7-E9 18 43 25 8 3 3 18

All Officers 12 42 29 10 3 3 20
O1-O3 8 40 31 12 4 4 21
O4+ 15 44 28 9 3 2 19

Reserve Component
ARNG 15 37 27 10 5 6 21
USAR 14 39 28 11 3 5 20
USNR 9 35 35 13 5 4 22
USMCR 10 31 32 15 5 7 23
ANG 12 40 30 10 4 3 20
USAFR 10 38 31 12 4 5 21
USCGR 8 37 37 12 3 3 22

Reserve Status
Unit members 12 37 30 11 4 5 21
IMAs 11 40 32 9 3 4 20
Military technicians 16 40 26 10 4 5 20

Total 13 38 29 11 4 5 21

Source. Questions 40, 121, 130, 131, 132, 138, 139, 140, and 141

Summary.  As in the general population, among Reservists, rental costs as a percentage of income
were higher than homeowner costs as a percentage of income.  Both rental costs and homeowner costs
were a higher percentage of civilian income than of total household income.  Reservists who rented their
homes paid an average of 25 percent of their household income for costs related to rental housing, and
those who owned their homes paid an average of 21 percent of their household income for housing-related
costs.  In general, the lower the pay grade group, the higher the percentage of their income they were
likely to pay for either rental or homeowner costs.



57

Chapter Summary

More than one half (51%) of Reservists owned their principal residences.  Reservists in higher pay
grade groups were more likely to own their homes than were junior Reservists.  Nineteen percent of E1-
E4 Reservists owned their homes, compared with 90 percent of O4+ Reservists and 85 percent of E7-E9
Reservists.  Unit members were less likely than IMAs and military technicians to own their principal
residences (48% vs. 73% and 79%, respectively).

The length of time Reservists had rented or owned their current residences varied greatly across
pay grade groups and Reserve status.  Generally, Reservists in the most senior enlisted and officer pay
grade groups were more likely to have lived in their current residences for 4 years or longer.  Junior
enlisted Reservists had the shortest average duration of residence, with 42 percent of them having lived at
their current residence for less than a year.

Monthly rent, monthly house payments, and total housing costs for both owners and renters
increased across pay grade groups.  On average, renters paid about one half as much as owners paid for
housing costs in addition to their rent or house payment.  Across Reserve Components, the pattern of
rental payments differed from the pattern of ownership payments.  Variations in the pattern of rental
versus homeowner costs suggest that a number of factors (e.g., geographical distributions of Component
members, differences in the length of time that members owned their homes, and local housing situations)
are important determinants of housing costs for Reservists.

For both renters and homeowners, monthly housing costs varied across pay grade group.  Total
costs were usually somewhat higher for homeowners, but, on average, those costs represented a smaller
proportion of income for them than it did for renters.  Among renters, 14 percent reported total housing
costs of 51 percent or more of their total household income; yet only 5 percent of homeowners reported
total housing costs that were 51 percent or more of total household income.

The percentage of household income spent on housing appeared to decline with pay grade group,
and this pattern affected the percentages for Reserve Component and Reserve status findings.  Because
E1-E4 Reservists were most likely to spend a large proportion of their income on housing, they were the
most likely pay grade group to suffer financial problems if mobilized.
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5.   Health and Dental Care for Reservists

Reservists’ physical fitness is a key aspect of readiness in the event that Reserve units are
mobilized.  Access to medical and dental care may affect Reservists’ general level of fitness, and
the availability of insurance coverage is an important factor in the well-being of Reservists and
their families.  Unlike active-duty memberswhose medical and dental care is provided
directlyReservists’ medical and dental insurance coverage comes from a variety of sources,
including private employers and coverage through spouses.

This chapter discusses insurance coverage and expenditures for medical and dental care.
The first section examines Reservists’ expenditures for medical and dental care. The second
section explores Reservists’ medical insurance coverage, and the third section discusses their
dental insurance coverage.  The second and third sections also discuss how Reservists evaluate
their civilian insurance coverage and their willingness to purchase insurance through the
Reserves.

Medical and Dental Care Expenditures

Expenses for medical and dental care vary among groups of Reservists.  This variation
tends to reflect differences in age and family status.

Medical care.  The 1992 Reserve Components Surveys asked Reservists about their
previous years’ health care expenditures in Question 49.

How much did you spend on health care services and products (for you and your family)
last year?  Include CHAMPUS deductions, civilian insurance premiums, and drugs, etc.
Do not include dental care.

• Less than $100
• $100 to $500
• $501 to $1,000
• $1,001 to $1,500
• $1,501 to $2,500
• More than $2,500
• Don’t know

Table 5-1 shows that 23 percent of Reservists spent less than $100 on health care services
and products in 1991, and 21 percent spent over $1,500.  Overall, more than one half (51%) of
Reservists spent $500 or less on health care the previous year.  Junior enlisted Reservists spent
the least amount on health care; 70 percent spent $500 or less in 1991, and 10 percent spent more
than $1,500.  O4+ Reservists spent the most money on health care in 1991.  Twenty-four percent
spent $500 or less; whereas nearly 41 percent spent more than $1,500, with 23 percent spending
over $2,500.  These patterns reflect both age difference and family status differences among pay
grade groups.
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Table 5-1
Reservists’ Annual Household Expenditures on Health Care by Pay Grade Group, Reserve
Component, and Reserve Status

Reservists’ Annual Household Expenditures on Health Care
Pay Grade Group,

Reserve Component,
Less

Than $100
$100 -
$500

$501 -
$1000

$1001 -
$1500

$1501 -
$2500

More
Than $2500 Total

and Reserve Status Percent Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 26 29 16 10 9 10 100

E1-E4 38 32 13 6 4 6 99
E5-E6 20 29 18 11 10 11 99
E7-E9 11 23 20 16 15 15 100

All Officers 12 22 19 14 15 18 100
O1-O3 17 27 19 12 13 13 101
O4+ 7 17 19 16 18 23 100

Reserve Component
ARNG 24 29 17 10 9 11 100
USAR 26 28 16 10 9 11 100
USNR 19 28 17 12 11 13 100
USMCR 38 31 13 7 6 5 100
ANG 17 26 19 13 13 12 100
USAFR 22 28 17 10 12 10 99
USCGR 22 27 17 11 10 13 100

Reserve Status
Unit members 25 29 17 10 9 11 101
IMAs 17 22 17 14 14 16 100
Military technicians 7 19 20 19 20 14 99

Total 23 28 17 11 10 11 100

Note. Excludes those who did not know these expenditures.  Percentages do not sum to 100 due to rounding.
Source. Question 49

Dental care.  Question 54 on the 1992 Reserve Components Surveys asked about
Reservists’ expenditures for dental care.

How much did you spend for dental treatment (for you and your family) last year?
(Include civilian premiums as well as direct payments for treatment.)

• Less than $100
• $100 - $200
• $201 - $300
• $301 - $500
• $501 - $800
• $801 - $1,000
• $1,001 - $2,000
• More than $2,000
• Don’t know
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Table 5-2 shows that, overall, 41 percent of all Reservists and their families spent less than
$100 on dental care in the previous year; over one half (59%) spent less than $200, and 19
percent spent more than $500.  Among E1-E4 members, 60 percent spent less than $100, a far
higher percentage than any other group.  Senior enlisted Reservists and senior officers were most
likely to have spent more than $500 on dental care in 1991.  Thirty-one percent of E7-E9
Reservists and 35 percent of O4+ Reservists (but only 9 percent of E1-E4 Reservists) spent more
than $500 on dental care.  Nineteen percent of E5-E6 Reservists and 20 percent of O1-O3
Reservists spent more than $500 on dental care in 1991.

Table 5-2
Reservists’ Annual Household Expenditures on Dental Care by Pay Grade Group, Reserve
Component, and Reserve Status

Reservists’ Annual Household Expenditures on Dental Care
Pay Grade Group,

Reserve Component,
Less

Than $100
$100 -
$200

$201 -
$300

$301 -
$500

$501 -
$1000

More
Than $1000 Total

and Reserve Status Percent Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 44 18 11 11 11 6 101

E1-E4 60 17 7 7 6 3 100
E5-E6 38 18 12 12 12 7 99
E7-E9 21 17 15 17 20 11 101

All Officers 26 18 13 16 17 11 101
O1-O3 35 20 12 14 13 7 101
O4+ 17 16 15 18 21 14 101

Reserve Component
ARNG 44 17 11 11 11 6 100
USAR 42 18 11 12 11 7 101
USNR 36 19 11 13 13 7 99
USMCR 58 15 8 8 7 4 100
ANG 34 18 13 13 15 8 101
USAFR 38 17 12 12 14 7 100
USCGR 34 19 12 12 14 9 100

Reserve Status
Unit members 43 18 11 11 11 6 100
IMAs 29 15 13 14 17 11 99
Military technicians 21 16 15 16 21 11 100

Total 41 18 11 12 12 7 101

Note. Excludes those who did not know these expenditures.  Percentages do not sum to 100 due to rounding.
Source. Question 54

Except for a high percentage of USMCR members (58%) spending less than $100 on
dental care, there were only small variations in the overall percentages of expenditures on dental
care.  This figure undoubtedly reflects the high proportion of young and unmarried members of
the USMCR.  Similarly, the relatively high figure of 43 percent of unit members spending less
than $100, compared with 29 percent for IMAs and 21 percent for military technicians, reflect the
age and family status differences among these groups.



62

Expenditures by marital status and children.  In order to better understand the distribution
of health and dental expenditures, it is useful to examine how high levels of expenditure related to
marital status and whether or not the Reservist had children.  Question 100 asked Reservists about
the number of  dependents they had.

How many dependents do you have in each age group?  Do not include yourself or your
spouse.  For the purpose of this question, a dependent is anyone related to you by blood,
marriage, or adoption, and who depends on you for over half his or her support.

• Does not apply.  I have no dependents.

Age of dependent

• Under 1 year
• 1 year to under 2 years
• 2-5 years
• 6-13 years
• 14-22 years
• 23-64 years
• 65 years or over

Table 5-3 provides the percentage of Reservists with high expenditures, using $1,500 as
the boundary for health care expenses and $500 for dental expenses.  This table shows that, as
would be expected, married Reservists were much more likely than single Reservists to have high
expenditures of these types.  This finding is true across all pay grade groups, Reserve
Components, and Reserve status categories.  Overall, children increased married Reservists’
percentages for spending over $1,500 on medical expenses from 22 percent to 27 percent, and for
spending over $500 on dental expenses from 20 percent to 22 percent.  However, among single
Reservists, having children did not always increase the percentage of Reservists with high
medical and dental expenses.  It may be that in some cases the children of divorced or separated
Reservists have their medical and dental costs paid by someone outside of the Reservists’
household.

Medical and dental expenditures tended to be highest among the highest pay grade groups
for enlisted members and for officers.  The exception was that for single Reservists with no
children, fewer O4+ officers reported dental expenses greater than $500 than did O1-O3
Reservists (14% vs. 22%).  Because Reservists in higher pay grade groups were more likely to be
married and have children (see Perry et al., 1997, Chapter 2), these data support the rationale that
higher expenditures for members in senior pay grade groups correspond, at least in part, to their
higher rates of being married and having children.

Summary.  More than one half of all Reservists spent less than $500 on health care in 1991, and
more than one half spent less than $200 for dental care.  Thirty-one percent of Reservists spent
over $1,500 on health care, and 30 percent spent over $500 for dental care.  In general, the
distribution of expenditures across pay grade groups reflects the patterns of age and marital status
of those groups.



Table 5-3
Percentage of Reservist Households with High Health and Dental Care Expenditures, by Marital Status and Children, Pay Grade Group,
Reserve Component, and Reserve Status

Reservists’ Marital Status and Children
Single, No Children Single, With Children Married, No Children Married, With Children Total

Pay Grade Group,
Reserve Component,
and Reserve Status

Annual
Med. Exp.
> $1500

Annual
Dent. Exp.

> $500

Annual
Med. Exp.
> $1500

Annual
Dent. Exp.

> $500

Annual
Med. Exp.
> $1500

Annual
Dent. Exp.

> $500

Annual
Med. Exp.
> $1500

Annual
Dent. Exp.

> $500

Annual
Med. Exp.
> $1500

Annual
Dent. Exp.

> $500
Percent Percent Percent Percent Percent Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 4 6 5 6 19 18 24 20 13 11

E1-E4 2 3 4 4 8 6 16 11 6 0
E5-E6 6 9 7 8 22 20 25 21 17 17
E7-E9 12 28 14 15 24 26 31 30 16 17

All Officers 17 18 12 13 32 27 37 30 17 21
O1-O3 8 22 9 11 26 18 31 22 10 11
O4+ 27 14 20 19 36 33 43 36 22 28

Reserve Component
ARNG 4 4 5 6 21 18 25 21 11 12
USAR 4 6 6 6 19 20 26 23 19 9
USNR 10 17 8 9 29 18 28 23 11 9
USMCR 2 7 3 5 14 12 20 15 3 6
ANG 3 10 8 9 29 28 29 25 15 19
USAFR 10 6 8 10 23 22 28 24 13 25
USCGR 10 14 7 6 20 21 27 27 0 15

Reserve Status
Unit members 4 6 6 6 20 19 25 21 14 11
IMAs 18 14 11 14 30 25 35 31 14 25
Military technicians 9 17 14 16 35 28 36 33 14 28

Total 5 7 6 7 22 20 27 22 14 12

Source. Questions 49, 54, 89, and 100

63
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Medical Insurance

In addition to reviewing Reservists’ expenditures for medical insurance, it is useful to
understand the types of their medical insurance coverage, their evaluation with that coverage, and
their willingness to purchase such insurance through the Reserves.

Medical insurance coverage.  Question 45 asked Reservists about the types of medical and
hospitalization coverage they held.

Which of the following medical/hospitalization coverages do you have?  Mark all that
apply.

• My spouse’s active duty military coverage
• My active duty military coverage
• Veterans’ (VA) coverage
• My civilian employer’s health care plan
• My spouse’s civilian employer’s plan
• Other private coverage
• None

Tables 5-4, 5-5, and 5-6 show the types of coverage held by each pay grade group, Reserve
Component, and Reserve status.  Overall, 82 percent of Reservists had some type of medical
insurance coverage, compared to a national rate of 85 percent reported in the Statistical Abstract
of the United States 1995 (1995).  The coverage rate for Reservists was heavily influenced by the
33 percent of E1-E4 members without insurance.  Table 5-4 shows that 58 percent of Reservists
had medical/hospitalization insurance coverage through their civilian employers, and another 13
percent had coverage through their spouses’ civilian employers.  E1-E4 Reservists were least
likely to have insurance coverage through their civilian employers (39%).  Relative to all
Reservists, E1-E4s were also most likely to have medical/hospitalization coverage through other
private means, perhaps through programs available to college students or coverage under parents’
policies (16% vs. 11% overall).

Senior enlisted Reservists and senior officers were most likely to have medical coverage
through a civilian employer and were least likely to have no coverage. Ninety-six percent of E7-
E9 and 95 percent of O4+ Reservists were covered either through their civilian employers or their
spouses’ civilian employers.
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Table 5-4
Types of Medical/Hospitalization Insurance by Pay Grade Group

Pay Grade Group
Enlisted Personnel Officers

Types of Medical/
Hospital Coverage E1-E4 E5-E6 E7-E9

All
Enlisted O1-O3 O4+

All
Officers Total

Percent Percent Percent Percent Percent Percent Percent Percent

 Spouse’s active-duty
 military coverage

1 2 1 1 3 2 2 2

 My active-duty military
 coverage

6 5 3 5 3 3 3 5

 Veterans’ (VA) coverage 9 12 10 10 6 7 7 10

 My civilian employer’s
 health care plan

39 64 77 56 70 77 73 58

 Spouse’s civilian
 employer’s health care plan

7 16 19 13 18 19 18 13

 Other private coverage 16 9 8 12 9 10 9 11

 None 33 13 5 20 8 4 6 18

Source.  Question 45

Table 5-5 shows that types of coverage reported by Reserve Component members reflect
age and family status composition.  In particular, members of the USMCR were least likely to be
covered by any medical insurance (25%) and least likely to be covered by a civilian employer or
spouses’ employer health plan (44% and 8%, respectively).  Again this reflects the relatively high
proportions of young and unmarried members of the USMCR (see Perry et al., 1997, Chapter 2).
These characteristics also explain the slightly lower-than-average percentages for the ARNG and
the USAR.

Table 5-5
Types of Medical/Hospitalization by Reserve Component

Reserve Component
Types of Medical/ ARNG USAR USNR USMCR ANG USAFR USCGR Total
Hospital Coverage Percent Percent Percent Percent Percent Percent Percent Percent

 Spouse’s active-duty
 medical coverage

1 1 3 1 2 3 2 2

 My active-duty military
 coverage

7 4 3 4 4 3 3 5

 Veterans’ (VA) coverage 10 11 9 12 6 8 5 10

 My civilian employer’s
 health care plan

54 56 63 44 69 68 72 58

 Spouse’s civilian
 employer’s health care plan

12 13 16 8 15 16 19 13

 Other private coverage 12 12 9 20 10 8 10 11

 None 12 19 14 25 11 11 7 18

Source. Question 45
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Table 5-6 shows again the effects of age and marital status (see Perry et al., 1997, Chapter
2) in the relatively low rates of coverage of unit members (19% had no coverage).  Military
technicians had a very high rate of coverage, with only 2 percent reporting no coverage.  A high
percentage of military technicians reported that they were covered by their civilian employer’s
plan (82%).

Table 5-6
Types of Medical/Hospitalization Insurance by Reserve Status

Reserve Status

Types of Medical/Hospital Coverage
Unit

Members IMAs
Military

Technicians Total
Percent Percent Percent Percent

 Spouse’s active-duty medical coverage 1 5 1 2

 My active-duty military coverage 5 4 3 5

 Veterans’ (VA) coverage 10 10 5 10

 My civilian employer’s health care plan 57 66 82 58

 Spouse’s civilian employer’s health care plan 13 15 16 13

 Other private coverage 12 10 7 11

 None 19 9 2 18

Source. Question 45

Table 5-7 shows that among Reservists with medical coverage, having one source of
coverage was far more prevalent than having multiple sources (65% vs. 16%).  Medical insurance
coverage appears to depend largely on a Reservist’s civilian work and school status.  Students,
part-time workers, and those not working for pay were the least likely to have any coverage.
Forty-three percent of Reservists who were students and did not have another job for pay (besides
the Reserves) had no medical coverage.  Likewise, 40 percent of Reservists who worked part-
time only and 30 percent of students who also worked had no coverage.  Nearly 24 percent of
self-employed Reservists had no medical coverage, compared with 12 percent of Reservists with
a full-time job.
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Table 5-7
Number of Sources of Reservists’ Medical/Hospitalization Coverage by Civilian Work and
School Status

Sources of Reservists’ Medical/
Hospitalization Coverage

Civilian Work and School Status
One

Source
Multiple
Sources None Total

Percent Percent Percent Percent

Full-Time Employment
Full-time civilian job 69 19 12 100
Full-time military technician 79 16 5 100

Other Employment
School and work 59 11 30 100
Multiple jobs 64 20 15 99
Part-time civilian job 50 10 40 100
Self-employed 64 12 24 100

No Employment
School only 51 5 43 99
Neither school nor work 50 8 42 100

Other 59 13 27 99
Total 65 16 19 100

Note. Percentages do not sum to 100 due to rounding.
Source. Question 45

Evaluation of medical/hospitalization insurance coverage.  In Question 46 of the 1992
Reserve Components Surveys, Reservists were asked to rate their coverage.

How would you rate the coverage provided by the civilian medical insurance which you
have?

• Does not apply, I do not have civilian medical insurance
• Excellent
• Good
• Fair
• Poor

Table 5-8 shows that among Reservists with medical insurance coverage, 32 percent rated
their current civilian medical insurance coverage as excellent, and another 46 percent rated their
coverage as good.  Only 4 percent of all Reservists considered their coverage poor.  Officers were
somewhat more likely to rate their coverage as excellent than were enlisted personnel (38% vs.
30%) and less likely to rate their coverage as poor (2% vs. 5%).  However, across all pay grade
groups, Reserve Components, and Reserve status categories, the ratings provided by members
who had medical coverage were consistent.
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Table 5-8
Reservists’ Evaluation of Medical Coverage by Pay Grade Group, Reserve Component, and
Reserve Status

Pay Grade Group, Reservists’ Evaluation of Medical Coverage
Reserve Component, Excellent Good Fair Poor Total
and Reserve Status Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 30 46 19 5 100

E1-E4 30 45 19 5 99
E5-E6 30 46 20 5 101
E7-E9 32 47 17 3 99

All Officers 38 45 14 2 99
O1-O3 34 47 15 3 99
O4+ 42 44 13 2 101

Reserve Component
ARNG 29 46 10 5 99
USAR 31 45 20 4 100
USNR 36 44 16 4 100
USMCR 40 41 15 4 100
ANG 30 48 18 4 100
USAFR 34 46 16 3 99
USCGR 39 46 13 3 101

Reserve Status
Unit members 32 46 18 4 100
IMAs 37 45 15 4 101
Military technicians 27 48 21 4 100

Total 32 46 18 4 100

Note. Only Reservists with coverage are included in this table.  Percentages do not sum to 100 due to rounding.
Source. Question 46

Willingness to purchase medical insurance through the Reserves.  Question 47 asked
Reservists to indicate their interest in purchasing medical insurance through the Reserves.

If it were available through your membership in the Guard or Reserve, would you be
interested in purchasing medical insurance?

• Yes, for myself and my family
• Yes, for myself only
• Not sure
• No

Table 5-9 shows that, even though there was a high degree of satisfaction with current
health plans among those with coverage, 61 percent of all Reservists would be interested in
purchasing medical insurance through the Reserves.  Interest was somewhat higher among
enlisted members (63%) than among officers (50%), although more officers than enlisted
personnel indicated they were unsure if they would take advantage of such insurance (30% vs.
23%).
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Table 5-9
Reservists’ Interest in Buying Medical Insurance Through the Reserves, by Pay Grade Group,
Reserve Component, and Reserve Status

Pay Grade Group,
Reservists’ Interest in Buying Medical Insurance

Through the Reserves, if Available
Reserve Component,
and Reserve Status

Yes, for Self
and Family

Yes, for
Self Only

Not
Sure No Total

Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 46 17 23 14 100

E1-E4 40 26 20 14 100
E5-E6 50 13 24 13 100
E7-E9 49 8 27 16 100

All Officers 41 9 30 21 101
O1-O3 42 11 28 18 99
O4+ 40 6 31 23 100

Reserve Component
ARNG 49 15 22 14 100
USAR 45 18 22 14 99
USNR 37 15 29 19 100
USMCR 37 23 23 17 100
ANG 43 13 28 16 100
USAFR 43 15 26 15 99
USCGR 38 11 26 24 99

Reserve Status
Unit members 45 17 23 15 100
IMAs 39 10 30 22 101
Military technicians 49 8 29 15 101

Total 45 16 24 15 100

Note Percentages do not sum to 100 due to rounding.
Source. Question 47

Among Reserve Components, there was high interest in buying insurance for themselves or
their families.  The only Component for which less than one half (49%) of the members reported
interest was the USCGR.  Members of the USMCR, who were least likely to be married among
Reserve members, were slightly more likely than others to be interested in insurance for
themselves only (23% vs. 16% overall).

By Reserve status, IMAs were less likely than military technicians and unit members to be
interested in buying medical insurance through the Reserves (49% vs. 57% and 62%,
respectively).  The fact that military technicians were interested in such insurance, despite their
high rate of coverage by civilian employers, may partly reflect their slightly lower ratings of their
current coverage (21% rated their coverage as only fair, compared with 18% of unit members and
15% of IMAs).
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Table 5-10 shows that Reservists who worked part-time only, were self-employed only, or
who neither worked or went to school were most likely to be interested in purchasing medical
insurance through the Reserves (70%, 74%, and 70%, respectively).  Sixty-five percent of
students who were working and 68 percent of students who were not working indicated that they
would be interested in such insurance.  Even among full-time workers, 57 percent of those
holding civilian jobs and 59 percent of military technicians indicated that they would be
interested in buying insurance through the Reserves.

Table 5-10
Reservists’ Interest in Buying Medical Insurance Through the Reserves by Civilian Work and
School Status

Reservists’ Interest in Buying Medical Insurance
Through the Reserves, if Available

Civilian Work
and School Status

Yes, for Self
and Family

Yes, for
Self Only

Not
Sure No Total

Percent Percent Percent Percent Percent

Full-Time Employment
Full-time civilian job 46 11 26 17 100
Full-time military technician 49 10 27 15 101

Other Employment
School and work 35 30 22 13 100
Multiple jobs 53 13 23 11 100
Part-time civilian job 46 24 18 12 100
Self-employed 58 16 17 10 101

No Employment
School only 34 34 19 13 100
Neither school nor work 48 22 19 12 101

Other 46 18 21 15 100

Total 45 16 24 15 100

Note. Percentages do not sum to 100 due to rounding.
Source. Question 47

Summary.  Eighty-two percent of all Reservists had some type of medical/hospitalization
insurance, with E1-E4 and, to a lesser extent, E5-E6 members reporting no coverage at a higher
rate than other groups (33% for E1-E4 and 13% for E5-E6).  Reservists who were students or
who worked part- time or not at all were least likely to have medical insurance.  Among
Reservists with coverage, the most common type of insurance was that provided by a civilian
employer.  These figures indicate that having medical insurance coverage is closely related to
civilian work and school status.

Among Reservists with medical insurance coverage, there were relatively high evaluations
of the coverage, with more than 3 out of 4 Reservists rating their coverage as excellent or good.
However, Reservists indicated a high degree of interest in purchasing coverage if it were
available through the Reserves.  Sixty-one percent indicated that they were interested in
purchasing coverage for themselves or for their families.  It would appear that medical coverage
benefits would have great appeal to Reservists.
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Dental Insurance

Like the previous discussion of medical insurance, this section examines the sources of
Reservists’ dental insurance coverage, their evaluation of that coverage, and their willingness to
purchase such insurance through the Reserves.

Dental insurance coverage.  Question 50 of the 1992 Reserve Components Surveys asked
Reservists about their dental insurance coverage.

Which of the following dental coverages do you have?  Mark all that apply.

• My spouse’s active duty military coverage
• My active duty military coverage
• Veterans’ (VA) coverage
• My civilian employer’s dental plan
• My spouse’s civilian employer’s plan
• Other private coverage
• None

Tables 5-11, 5-12, and 5-13 show the types of coverage held by each pay grade group,
Reserve Component, and Reserve status, respectively.  These tables show that, overall, 37 percent
of Reservists had no dental insurance coverage, with one half of all junior enlisted Reservists
lacking coverage.  The rate of coverage for Reservists (63%) compares favorably to the national
rate of 41 percent reported by the National Center for Health Statistics for 1989, the most current
year available.  Table 5-11 shows that, as with medical insurance, dental coverage rates increased
as pay grade group increased.  One half of E1-E4 Reservists did not have dental coverage,
compared with 37 percent overall.  E1-E4 Reservists were also more likely than members in other
pay grade groups to have other private coverage, perhaps through parents or from programs
available to college students.  Eleven percent of E1-E4s had such private coverage, compared
with 7 percent overall.  As with medical insurance, Reservists’ civilian employers were the most
common source of coverage, with 45 percent of Reservists reporting that source and another 11
percent reporting coverage through their spouses’ civilian employer.
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Table 5-11
Types of Dental Insurance by Pay Grade Group

Pay Grade Group
Enlisted Personnel Officers

Types of
Dental Coverage E1-E4 E5-E6 E7-E9

All
Enlisted O1-O3 O4+

All
Officers Total

Percent Percent Percent Percent Percent Percent Percent Percent

 Spouse’s active-duty
 military coverage

1 1 1 1 2 2 2 1

 My active-duty military
 coverage

3 2 2 3 2 1 2 2

 Veterans’ (VA) coverage 4 4 2 4 2 2 2 3

 My civilian employer’s
 dental plan

29 48 61 42 56 61 59 45

 Spouse’s civilian
 employer’s dental plan

6 13 17 10 14 16 15 11

 Other private coverage 11 5 4 8 4 4 4 7

 None 50 33 23 39 27 23 25 37

Source.  Question 50

Table 5-12 shows that patterns of dental coverage closely matched those of medical
coverage.  Members of the USMCR were least likely to have dental coverage (41% had no
coverage), and members of the USCGR were most likely to be covered (only 25% had no
coverage).

Table 5-12
Types of Dental Insurance by Reserve Component

Reserve Component
Types of ARNG USAR USNR USMCR ANG USAFR USCGR Total

Dental Coverage Percent Percent Percent Percent Percent Percent Percent Percent

 Spouse’s active-duty
 medical coverage

1 1 3 1 1 2 2 1

 My active-duty military
 coverage

3 2 1 3 3 2 2 2

 Veterans’ (VA) coverage 4 4 3 5 2 2 2 3

 My civilian employer’s
 dental plan

39 44 50 35 53 56 57 45

 Spouse’s civilian
 employer’s dental plan

10 11 14 6 13 13 16 11

 Other private coverage 7 8 4 15 7 5 6 7

 None 43 37 31 41 29 27 25 37

Source. Question 50
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Table 5-13 shows that the overall percentage of Reservists having no coverage (37%) was
heavily influenced by the 38 percent of unit members having no coverage.  IMAs and military
technicians, who constitute small percentages of Reservists overall, lacked dental coverage at
rates of 28 percent and 23 percent, respectively.  Across all Reserve status categories, the most
frequent source of dental coverage was the members’ civilian employers’ plans.

Table 5-13
Types of Dental Insurance by Reserve Status

Reserve Status

Types of Dental Coverage
Unit

Members IMAs
Military

Technicians Total
Percent Percent Percent Percent

 Spouse’s active-duty medical coverage 1 4 1 1

 My active-duty military coverage 3 2 1 2

 Veterans’ (VA) coverage 4 3 1 3

 My civilian employer’s dental plan 43 53 58 45

 Spouse’s civilian employer’s dental plan 11 14 15 11

 Other private coverage 7 6 6 7

 None 38 28 23 37

Source. Question 50

As was the case for medical insurance, Table 5-14 shows that, for Reservists with dental
coverage, a single source of coverage was far more common than multiple sources.  Also, like
medical insurance, dental insurance coverage varied with Reservists’ civilian work and school
status.  Coverage was low among part-time workers, students working or not, and others not
working.  Furthermore, compared with medical insurance, a high percentage of self-employed
workers did not have dental insurance; their 62 percent rate of no coverage was the highest for
any group.
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Table 5-14
Number of Sources of Reservists’ Dental Coverage by Civilian Work and School Status

Sources of Reservists’ Dental Coverage

Civilian Work and School Status
One

Source
Multiple
Sources None Total

Percent Percent Percent Percent

Full-Time Employment
Full-time civilian job 62 8 30 100
Full-time military technician 68 7 25 100

Other Employment
School and work 48 5 47 100
Multiple jobs 52 8 40 100
Part-time civilian job 40 5 55 100
Self-employed 35 3 62 100

No Employment
School only 38 2 59 99
Neither school nor work 38 3 60 101

Other 51 5 44 100

Total 56 7 38 101

Note. Percentages do not sum to 100 due to rounding.
Source. Question 50

Evaluation of dental insurance coverage.  In Question 51 of the 1992 Reserve
Components Surveys, Reservists were asked to rate their dental coverage.

How would you rate the coverage provided by the civilian dental insurance which you
have?

• Does not apply, I do not have civilian dental insurance
• Excellent
• Good
• Fair
• Poor

Table 5-15 shows that, for those with coverage, 69 percent of Reservists rated their dental
insurance coverage as excellent or good, slightly lower than the 78 percent rating for medical
coverage.  Although E1-E4 Reservists were most likely to have no dental insurance, they were
also most likely to rate their present coverage as at least good (75%).  E7-E9 Reservists were
most likely to feel that their dental insurance was fair or poor (37%).  Across Reserve
Components, there was a fair degree of uniformity in the ratings of dental coverage.  By Reserve
status, military technicians evaluated their current dental insurance coverage lower than did other
Reservists.  Only 40 percent of military technicians rated their coverage as excellent or good, and
67 percent of IMAs and 71 percent of unit members provided the same assessment of their
current coverage.  Almost 26 percent of military technicians rated their dental coverage as poor,
compared with 11 percent of IMAs and 7 percent of unit members.
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Table 5-15
Reservists’ Evaluation of Dental Coverage by Pay Grade Group, Reserve Component, and
Reserve Status

Pay Grade Group, Reservists’ Evaluation of Dental Coverage
Reserve Component, Excellent Good Fair Poor Total
and Reserve Status Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 27 42 23 8 100

E1-E4 32 43 19 5 99
E5-E6 24 42 25 9 100
E7-E9 23 40 25 12 100

All Officers 30 40 22 9 101
O1-O3 28 41 22 9 100
O4+ 31 38 22 9 100

Reserve Component
ARNG 26 41 24 9 100
USAR 27 43 22 8 100
USNR 30 41 22 8 101
USMCR 40 40 16 4 100
ANG 23 40 25 12 100
USAFR 27 45 21 7 100
USCGR 30 43 20 7 100

Reserve Status
Unit members 28 43 22 7 100
IMAs 29 38 22 11 100
Military technicians 11 29 34 26 100

Total 27 42 23 8 100

Note. Only Reservists with coverage are included in this table.  Percentages do not sum to 100 due to rounding.
Source. Question 51

Willingness to buy dental insurance through the Reserves. Question 52 asked Reservists
to indicate their interest in purchasing dental insurance through the Reserves.

If it were available through your membership in the Guard or Reserve, would you be
interested in purchasing dental insurance?

• Yes, for myself and my family
• Yes, for myself only
• Not sure
• No

Table 5-16 shows that 62 percent of all Reservists indicated an interest in buying dental
insurance for themselves or their families; this was nearly identical to the 61 percent interested in
buying medical coverage.  As was the case for medical insurance, a slightly higher proportion of
enlisted members than officers were interested in buying dental insurance (65% vs. 53%).
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Table 5-16
Reservists’ Interest in Buying Dental Insurance Through the Reserves by Pay Grade Group,
Reserve Component, and Reserve Status

Pay Grade Group,
Reservists’ Interest in Buying Dental Insurance

Through the Reserves, if Available
Reserve Component,
and Reserve Status

Yes, for Self
and Family

Yes, for
Self Only

Not
Sure No Total

Percent Percent Percent Percent Percent

Pay Grade Group
All Enlisted 47 18 20 15 100

E1-E4 39 25 19 17 100
E5-E6 52 13 21 14 100
E7-E9 53 9 23 15 100

All Officers 44 9 25 21 99
O1-O3 45 12 25 18 100
O4+ 44 6 26 24 100

Reserve Component
ARNG 50 15 20 15 100
USAR 45 18 20 16 99
USNR 40 15 25 20 100
USMCR 36 23 22 19 100
ANG 47 15 23 15 100
USAFR 46 15 22 17 100
USCGR 41 11 26 22 100

Reserve Status
Unit members 46 17 21 17 101
IMAs 42 10 25 22 99
Military technicians 58 10 21 10 99

Total 46 16 21 16 99

Note. Percentages do not sum to 100 due to rounding.
Source. Question 52

Reservists’ interest in buying dental insurance showed patterns similar to their interest in
buying medical insurance.  For example, members of the USMCR, who are the least likely to be
married, were least likely to be interested in dental insurance for themselves and their families
(36%) but most likely to be interested in dental insurance for themselves only (23%).

Military technicians, who evaluated their current dental coverage lowest, were most likely
to be interested in buying dental insurance through the Reserves.  Nearly 68 percent reported they
would buy dental insurance either for themselves only or for themselves and their families.
Somewhat fewer unit members (63%) and IMAs (52%) said they would buy dental insurance.

Table 5-17 shows that military technicians (70%) and part-time workers (68%) were more
likely than other Reservists to want to buy dental insurance through the Reserves.  Self-employed
individuals and Reservists who were not working were also likely to want to buy dental insurance
(67% each).  Full-time workers were slightly less likely to be interested in dental insurance than
they were in medical insurance.
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Table 5-17
Reservists’ Interest in Buying Dental Insurance Through the Reserves by Civilian Work and
School Status

Reservists’ Interest in Buying Dental Insurance
Through the Reserves, if Available

Civilian Work
and School Status

Yes, for Self
and Family

Yes, for
Self Only

Not
Sure No Total

Percent Percent Percent Percent Percent

Full-Time Employment
Full-time civilian job 48 12 23 18 101
Full-time military technician 58 12 20 10 100

Other Employment
School and work 34 30 20 16 100
Multiple jobs 51 14 22 13 100
Part-time civilian job 46 24 17 13 100
Self-employed 51 16 16 16 99

No Employment
School only 32 31 19 19 101
Neither school nor work 46 21 18 15 100

Other 49 16 20 15 100

Total 46 16 21 16 99

Note. Percentages do not sum to 100 due to rounding.
Source. Question 52

Summary.  The rates of dental coverage for Reservists were slightly lower than for medical
coverage (63% vs. 82%), and quality of dental coverage was rated slightly lower than was quality
of medical coverage among those members with coverage.  E1-E4 Reservists had the lowest rate
of dental coverage.  They were most likely to be students, part-time workers, or those not
working.  As with medical insurance, coverage was closely related to civilian work and school
status.  Also as was the case with medical coverage, Reservists expressed a high degree of interest
in purchasing dental insurance through the Reserves, with almost 2 out of 3 Reservists expressing
an interest in doing so.

Chapter Summary

Reservists’ and their families’ medical and dental care expenditures varied widely and
were closely related to age and family status.  In the previous year, over one half of all Reservists
spent less than $500 for health care and services, and less than $200 for dental care.  Slightly less
than one third spent over $1,500 for health care or over $500 for dental care.  Married Reservists
had higher levels of expenditures than did single Reservists.  Reservists with children had high
medical and dental expenses more often than did Reservists without children for most pay grade
groups, Reserve Components, and Reserve status categories.

In general, junior Reservists, who were most likely to be young and single, had the lowest
health care expenditures of any pay grade group.  The age and the marital status of junior
Reservists were also reflected in health and dental care expenditures by Reserve Component.
Members of the USMCR, which had the highest proportion of junior Reservists, had the lowest
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health care expenditures on average.  Junior Reservists also influenced the findings for
expenditures by Reserve status.  More specifically, a very large proportion of Reservists were unit
members, and a large proportion of unit members were junior Reservists.  This explains why unit
members had lower health care expenditures than did military technicians and IMAs.

Eighty-two percent of all Reservists had medical/hospitalization insurance, and 63 percent
had dental insurance. Evaluations of dental coverage were slightly lower than were ratings of
medical coverage (among those with coverage).  Again, E1-E4 Reservists were least likely to
have either coverage; 33 percent had no medical insurance, and 50 percent had no dental
insurance.  Insurance coverage seemed to depend primarily on Reservists’ civilian work and
school status.  Full-time workers were most likely to have both dental and medical coverage.
Medical insurance coverage was least common among students, self-employed workers, and
those who did not work for pay outside the Reserves.  For dental insurance, self-employed
workers were the least likely to have coverage.

Among all Reservists, 78 percent of Reservists rated their medical insurance coverage as
excellent or good, and 69 percent gave an equally high rating for their current dental coverage.
Senior enlisted Reservists and officers rated their coverage higher than did junior enlisted
Reservists.  Even though evaluations of current coverage were relatively high, 61 percent of
Reservists were interested in buying medical insurance through the Reserves for themselves
and/or their families if it had been available.  Sixty-two percent would have bought dental
insurance.  Although students, part-time workers, and members who were not workingthose
least likely to have both types of coverage overallwere most interested.  It appears that such a
benefit would have a very wide appeal across all groups of Reservists
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Questionnaires

1992 Reserve Components Survey of Officers
1992 Reserve Components Survey of Enlisted Personnel

1992 Reserve Components Survey of Spouses
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Generalized Variance Function Estimate Tables
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Generalized Variance Function Estimate Tables

The descriptive reports of results from the 1992 Reserve Components Surveys of officers and
enlisted personnel and their spouses mainly report differences in proportions between various subgroups.
Statistical significance of findings was determined using the generalized variance function (GVF)
approach.  This approach, as distinguished from the use of standard errors for each point estimate, uses
model-based approximations of actual estimates of standard errors.  Generalized standard errors are
modeled for particular subgroups using a representative group of survey questions.  For more information
about the GVF approach, the reader may refer to the Standard Error Computation Report for the 1992
Reserve Components Surveys of Officers and Enlisted Personnel and Their Spouses.  Subgroups for
which GVFs were modeled are:

1992 Reserve Population
Enlisted members (overall)

E1-E4 pay grade group
E5-E6 pay grade group
E7-E9 pay grade group

Officers (overall)
O1-O3 pay grade group
O4 and above pay grade group

Unit members
IMAs
Military technicians
ARNG - Army National Guard
USAR - Army Reserve
USNR - Naval Reserve
USMCR- Marine Corps Reserve
ANG - Air National Guard
USAFR - Air Force Reserve
USCGR - Coast Guard Reserve
Male Reservists
Female Reservists

This appendix provides GVF tables for determining confidence intervals around single estimates and
for determining the smallest statistically significant difference between population subgroups.  Statistical
significance has been computed at the p=.05 level of significance.  For single estimates or comparisons
within a subgroup, confidence intervals have been provided for categories ranging from 1 percent to 50
percent.  If a confidence interval is needed for an estimate between 51 percent and 100 percent, the
estimate should be subtracted from 100 percent and the closest category used.  For comparisons of
differences between subgroups, two sets of tables are providedfor estimates at 30 percent and at 50
percent.  There are slight differences in the minimally detectable differences between these two estimates,
with the 50 percent level providing the more conservative estimate.  The set of tables closest to the
subgroup estimates being compared should be used.

Tables B-1 and B-2 provide confidence intervals for single estimates or comparisons within a
subgroup.  Table B-1 provides confidence intervals for Reserve member data, and Table B-2 provides
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confidence intervals for Reserve spouse data.  As an example (summarized in the table below), in
describing the percentage of E5-E6 Reservists who had a current will, it was found that 51 percent had a
current written will, and 38 percent had a power-of-attorney assigned.  Table B-1 can be used to evaluate
statistical significance.  The E5-E6 confidence interval for the estimate of 50 percent (the closest percent
category to the estimate of 51%) is ±.98 percent.  The confidence interval for the estimate of 40 percent
(the closest percent category to 38%) is ±.96 percent.  As a rough, but conservative, rule of thumb, the
analyst can use the rule that if the upper bound of the confidence interval for the smaller estimate and the
lower bound of the confidence interval for the larger estimate do not overlap, the estimates may be
considered statistically different (at the .05 level of significance).  In this example, .96 is added to the 38
percent estimate, yielding an upper limit of 38.96 percent.  The subtraction of .98 from the 51 percent
estimate yields a lower limit of 50.02 percent.  The confidence internals of the two estimates do not
overlap, therefore, the estimates are statistically different.

Response Category
Estimate Used

From Table B-1
Confidence Interval

From Table B-1 Calculated
Percent Percent Percent Limit

Have a current will 51 50 .98 (51-.98)=50.02

Power-of-attorney 38 40 .96 (38+.96)=38.96

Tables B-1 and B-2 also include confidence intervals for civilian population comparison groups from
the March 1993 Current Population Survey (CPS) and the fall 1991 Survey of Income and Program
Participation (SIPP).  Confidence intervals are available only for limited percentage estimates (refer to
U.S. Department of Commerce, 1993; Jabine, King, & Petroni, 1990; for details of the standard error
computation for the CPS and the SIPP, respectively.)

Tables B-3 through B-20 provide minimally detectable percentage differences between various
Reserve member subgroups.  Tables B-21 through B-32 provide minimally detectable percentage
differences between various Reserve spouse subgroups.  Civilian data comparisons are available only for
estimates at the 50 percent level.  These tables should be used when comparisons are being made across
subgroups.  As an example (summarized in the table below), it was found that 51 percent of E5-E6
Reservists had a current written will, and 69 percent of E7-E9 Reservists had a current written will.  Table
B-14 can be used for estimates at 50 percentthe more conservative of the two levelsto evaluate
statistical significance in this case.  The intersection of the E5-E6 and E7-E9 subgroups indicates that the
smallest detectable difference for this comparison is 1.90 percent.  Since the difference between the two
estimates is larger than 1.90 percent, they can be considered statistically different.

Response Category
Difference

in Estimates
Minimal Detectable

Difference From B-14
Percent Percent Percent

Have a current will (E5-E6) 51 (69 -51)=18 1.90

Have a current will (E7-E9) 69



Table B-1.    GVF Confidence Intervals for Single Estimates or Within Subgroup Comparisons
                     Reserve Member Data

Percentage Percentage Estimate
Member Subgroup Base N 1% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

1992 Reserve population 918337 0.25% 0.28% 0.39% 0.46% 0.52% 0.56% 0.60% 0.62% 0.64% 0.65% 0.65%
Enlisted members 769405 0.29% 0.33% 0.45% 0.53% 0.60% 0.65% 0.69% 0.71% 0.73% 0.74% 0.75%
Officers 148932 0.21% 0.46% 0.63% 0.75% 0.84% 0.91% 0.96% 1.00% 1.03% 1.04% 1.05%
E1-E4 332326 0.26% 0.57% 0.79% 0.94% 1.05% 1.14% 1.20% 1.25% 1.29% 1.31% 1.31%
E5-E6 344276 0.19% 0.43% 0.59% 0.70% 0.78% 0.85% 0.90% 0.93% 0.96% 0.97% 0.98%
E7-E9 92803 0.32% 0.71% 0.98% 1.17% 1.31% 1.41% 1.50% 1.56% 1.60% 1.62% 1.63%
O1-O3,WO1-WO3 76298 0.31% 0.68% 0.93% 1.11% 1.24% 1.34% 1.42% 1.48% 1.52% 1.54% 1.55%
O4+,WO4 72634 0.28% 0.62% 0.86% 1.02% 1.14% 1.24% 1.31% 1.36% 1.40% 1.42% 1.43%
Unit members 837991 0.14% 0.30% 0.42% 0.50% 0.56% 0.61% 0.64% 0.67% 0.68% 0.70% 0.70%
IMA's 28748 0.44% 0.95% 1.31% 1.56% 1.75% 1.89% 2.00% 2.09% 2.14% 2.18% 2.19%
Military technicians 51598 0.30% 0.65% 0.89% 1.06% 1.19% 1.29% 1.36% 1.42% 1.46% 1.48% 1.49%
ARNG 323073 0.22% 0.49% 0.67% 0.80% 0.89% 0.97% 1.02% 1.06% 1.09% 1.11% 1.11%
ARNG enlisted 285007 0.12% 0.27% 0.37% 0.44% 0.50% 0.54% 0.57% 0.59% 0.61% 0.62% 0.62%
ARNG officers 38066 0.24% 0.53% 0.73% 0.87% 0.98% 1.06% 1.12% 1.16% 1.20% 1.21% 1.22%
USAR 262851 0.26% 0.57% 0.79% 0.94% 1.05% 1.13% 1.20% 1.25% 1.28% 1.30% 1.31%
USAR enlisted 208570 0.16% 0.35% 0.49% 0.58% 0.65% 0.70% 0.75% 0.78% 0.80% 0.81% 0.81%
USAR officers 54281 0.18% 0.40% 0.55% 0.66% 0.74% 0.80% 0.85% 0.88% 0.90% 0.92% 0.92%
USNR 114921 0.39% 0.86% 1.19% 1.42% 1.59% 1.72% 1.82% 1.89% 1.94% 1.97% 1.98%
USNR enlisted 90516 0.25% 0.54% 0.74% 0.89% 0.99% 1.08% 1.14% 1.19% 1.22% 1.24% 1.24%
USNR officers 24405 0.27% 0.60% 0.83% 0.98% 1.10% 1.19% 1.26% 1.31% 1.35% 1.37% 1.38%
USMCR 34977 0.49% 1.08% 1.49% 1.77% 1.99% 2.15% 2.28% 2.37% 2.43% 2.47% 2.48%
USMCR enlisted 31891 0.28% 0.61% 0.85% 1.01% 1.13% 1.22% 1.29% 1.35% 1.38% 1.40% 1.41%
USMCR officers 3086 0.39% 0.85% 1.17% 1.40% 1.56% 1.69% 1.79% 1.86% 1.91% 1.94% 1.95%
ANG 97470 0.29% 0.65% 0.89% 1.06% 1.18% 1.28% 1.36% 1.41% 1.45% 1.47% 1.48%
ANG enlisted 85815 0.17% 0.36% 0.50% 0.60% 0.67% 0.72% 0.76% 0.80% 0.82% 0.83% 0.84%
ANG officers 11655 0.33% 0.72% 1.00% 1.19% 1.33% 1.45% 1.53% 1.60% 1.64% 1.67% 1.68%



Table B-1.    GVF Confidence Intervals for Single Estimates or Within Subgroup Comparisons
                     Reserve Member Data

Percentage Percentage Estimate
Member Subgroup Base N 1% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

USAFR 74150 0.39% 0.85% 1.18% 1.40% 1.57% 1.70% 1.80% 1.87% 1.92% 1.95% 1.96%
USAFR enlisted 58288 0.24% 0.53% 0.72% 0.86% 0.96% 1.04% 1.10% 1.15% 1.18% 1.20% 1.21%
USAFR officers 15862 0.30% 0.66% 0.91% 1.08% 1.21% 1.31% 1.39% 1.45% 1.49% 1.51% 1.52%
USCGR 10895 0.68% 1.49% 2.05% 2.44% 2.74% 2.96% 3.14% 3.26% 3.35% 3.41% 3.42%
USCGR enlisted 9318 0.40% 0.88% 1.21% 1.44% 1.61% 1.75% 1.85% 1.93% 1.98% 2.01% 2.02%
USCGR officers 1577 0.54% 1.18% 1.62% 1.93% 2.16% 2.33% 2.47% 2.57% 2.64% 2.68% 2.69%
Males 799664 0.14% 0.31% 0.43% 0.51% 0.58% 0.62% 0.66% 0.69% 0.71% 0.72% 0.72%
Females 118673 0.26% 0.58% 0.80% 0.95% 1.06% 1.15% 1.22% 1.27% 1.30% 1.32% 1.33%
Total employed1 reservists 813133 0.07% 0.15% 0.21% 0.25% 0.28% 0.30% 0.32% 0.34% 0.35% 0.36% 0.36%
ARNG employed 280551 0.12% 0.27% 0.37% 0.45% 0.50% 0.54% 0.57% 0.60% 0.61% 0.62% 0.63%
USAR employed 232865 0.15% 0.33% 0.45% 0.54% 0.61% 0.66% 0.71% 0.74% 0.77% 0.79% 0.80%
USNR employed 105771 0.22% 0.49% 0.67% 0.80% 0.89% 0.97% 1.02% 1.06% 1.08% 1.10% 1.10%
USMCR employed 29039 0.29% 0.64% 0.89% 1.06% 1.20% 1.30% 1.39% 1.46% 1.51% 1.55% 1.57%
ANG employed 87738 0.16% 0.36% 0.49% 0.58% 0.65% 0.71% 0.75% 0.77% 0.79% 0.80% 0.80%
USAFR employed 67046 0.22% 0.49% 0.67% 0.79% 0.88% 0.95% 0.99% 1.02% 1.04% 1.03% 1.02%
USCGR employed 10122 0.39% 0.85% 1.16% 1.38% 1.54% 1.66% 1.74% 1.80% 1.83% 1.84% 1.82%
E1-E4 employed 271048 0.15% 0.32% 0.45% 0.54% 0.61% 0.66% 0.71% 0.75% 0.78% 0.80% 0.82%
E5-E6 employed 315854 0.10% 0.23% 0.31% 0.37% 0.42% 0.45% 0.48% 0.50% 0.52% 0.53% 0.53%
E7-E9 employed 87049 0.17% 0.38% 0.52% 0.62% 0.70% 0.76% 0.80% 0.84% 0.86% 0.88% 0.89%
O1-O3, WO1-WO3 employed 69677 0.16% 0.36% 0.50% 0.60% 0.67% 0.73% 0.78% 0.82% 0.85% 0.87% 0.88%
O4+,WO4 employed 69505 0.15% 0.33% 0.45% 0.54% 0.61% 0.66% 0.70% 0.73% 0.75% 0.77% 0.78%
CPS civilian population (18-65) 156265198 0.07% 0.20% 0.20% N/A2 N/A 0.30% N/A N/A N/A N/A 0.30%
CPS employed population (16 and over) 100834000 0.05% 0.11% 0.10% N/A N/A 0.20% N/A N/A N/A N/A 0.20%
CPS married women (18-64) 49792000 0.10% 0.20% 0.30% N/A N/A 0.40% N/A N/A N/A N/A 0.50%
Note.  Computed at the p =.05 level of significance.
1Employed Reservists are those with a civilian job.
2Estimates not available for these categories.



Table B-2.    GVF Confidence Intervals for Single Estimates or Within Subgroup Comparisons
                     Reserve Spouse Data

Percentage Percentage Estimate
Subgroup Base N 1% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%
1992 Reserve population 584436 0.17% 0.37% 0.51% 0.60% 0.68% 0.73% 0.77% 0.81% 0.83% 0.84% 0.84%
Enlisted members 464899 0.19% 0.42% 0.58% 0.70% 0.78% 0.84% 0.89% 0.93% 0.95% 0.97% 0.97%
Officers 119537 0.23% 0.51% 0.70% 0.83% 0.93% 1.01% 1.07% 1.11% 1.15% 1.16% 1.17%
E1-E4 87551 0.45% 0.99% 1.37% 1.63% 1.82% 1.97% 2.09% 2.17% 2.23% 2.27% 2.28%
E5-E6 266145 0.25% 0.54% 0.74% 0.88% 0.99% 1.07% 1.13% 1.18% 1.21% 1.23% 1.23%
E7-E9 111203 0.36% 0.80% 1.10% 1.31% 1.47% 1.59% 1.68% 1.75% 1.80% 1.82% 1.83%
O1-O3,WO1-WO3 51534 0.41% 0.90% 1.24% 1.48% 1.66% 1.79% 1.90% 1.97% 2.03% 2.06% 2.07%
O4+,WO4 68003 0.36% 0.80% 1.10% 1.31% 1.46% 1.59% 1.68% 1.75% 1.79% 1.82% 1.83%
Unit members 520341 0.17% 0.38% 0.52% 0.62% 0.70% 0.76% 0.80% 0.83% 0.86% 0.87% 0.87%
Military technicians 41380 0.38% 0.83% 1.14% 1.35% 1.52% 1.64% 1.74% 1.81% 1.86% 1.88% 1.89%
ARNG 205199 0.27% 0.60% 0.82% 0.98% 1.10% 1.19% 1.26% 1.31% 1.34% 1.36% 1.37%
USAR 155733 0.33% 0.72% 0.99% 1.18% 1.32% 1.43% 1.51% 1.57% 1.61% 1.64% 1.65%
USNR 82465 0.44% 0.95% 1.31% 1.56% 1.75% 1.89% 2.01% 2.09% 2.14% 2.18% 2.19%
USMCR 14649 0.74% 1.63% 2.24% 2.67% 2.99% 3.23% 3.42% 3.56% 3.66% 3.72% 3.73%
ANG 67838 0.36% 0.79% 1.08% 1.29% 1.44% 1.56% 1.65% 1.72% 1.77% 1.80% 1.81%
USAFR 50540 0.51% 1.11% 1.53% 1.82% 2.04% 2.21% 2.34% 2.44% 2.50% 2.54% 2.55%
USCGR 8012 0.76% 1.67% 2.30% 2.74% 3.07% 3.32% 3.51% 3.66% 3.75% 3.81% 3.83%
Males 528757 0.18% 0.39% 0.53% 0.63% 0.71% 0.77% 0.81% 0.85% 0.87% 0.88% 0.89%
Females 55680 0.39% 0.85% 1.16% 1.38% 1.55% 1.68% 1.78% 1.85% 1.90% 1.93% 1.94%
CPS married women (18-64) 49792000 0.10% 0.20% 0.30% N/A1 N/A 0.40% N/A N/A N/A N/A 0.50%
SIPP married women (18-64) 26000000 0.20% 0.30% 0.50% N/A N/A 0.70% N/A N/A N/A N/A 0.80%
Note.  Computed at the p =.05 level of significance.

Note.   The modeling of data from the subgroup "Spouses of IMA Reservists" did not meet our precision requirements.  This subgroup is deleted from this and subsequent tables.
1Estimates not available for these categories.



Table B-3.    GVF Minimal Detectable Percentage Differences Between Total 1992
                     Reserve Member Population and Reserve Subgroups (Based on Point
                     Estimate of 30%)

Member Subgroup 1992 Reserve Member Population
ARNG 1.18%
USAR 1.34%
USNR 1.91%
USMCR 2.35%
ANG 1.48%
USAFR 1.89%
USCGR 3.19%
Officers 1.13%
Enlisted members 0.91%
Males 0.89%
Females 1.36%
E1-E4 1.34%
E5-E6 1.08%
E7-E9 1.61%
O1-O3,WO1-WO3 1.54%
O4+,WO4 1.44%
Unit members 0.88%
IMA's 2.09%
Military technicians 1.49%
CPS employed population N/A
Note.  Computed at the p =.05 level of significance.

Table B-4.    GVF Minimal Detectable Percentage Differences Between Reserve
                     Officer and Enlisted Member Groups (Based on Point Estimate of 30%)

Enlisted Members
Officers 1.18%
Note.  Computed at the p =.05 level of significance.

 150



Table B-5.    GVF Minimal Detectable Percentage Differences Among Reserve Member
                     Pay Grade Groups (Using Point Estimate of 30%)

Member Subgroup E1-E4 E5-E6 E7-E9
O1-O3,

WO1-WO3
E5-E6 1.50% X X X
E7-E9 1.92% 1.74% X X
O1-O3,WO1-WO3 1.86% 1.68% 2.06% X
O4+,WO4 1.78% 1.59% 1.99% 1.93%
Note.  Computed at the p =.05 level of significance.

Table B-6.    GVF Minimal Detectable Percentage Differences Among Reserve Member
                     Status Subgroups (Using Point Estimate 30%)

Member Subgroup Unit Members IMA's
IMA's 2.10% X
Military technicians 1.50% 2.42%
Note.  Computed at the p =.05 level of significance.

Table B-7A.   GVF Minimal Detectable Percentage Differences Among Reserve
                       Component Members (Using Point Estimate of 30%)

Member Subgroup ARNG USAR USNR USMCR ANG USAFR
USAR 1.58% X X X X X
USNR 2.08% 2.18% X X X X
USMCR 2.49% 2.57% 2.91% X X X
ANG 1.70% 1.81% 2.27% 2.65% X X
USAFR 2.07% 2.16% 2.56% 2.90% 2.25% X
USCGR 3.30% 3.36% 3.63% 3.88% 3.42% 3.62%
Note.  Computed at the p =.05 level of significance.
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Table B-7B.    GVF Minimal Detectable Percentage Differences Among Reserve Component Members (Using Point Estimate 30%)

Member Subgroup
ARNG 

Enlisted
ARNG 

Officers
USAR 

Enlisted
USAR 

Officers
USNR 

Enlisted
USNR 

Officers
USMCR 
Enlisted

USMCR 
Officers

ANG 
Enlisted

ANG 
Officers

USAFR 
Enlisted

USAFR 
Officers

USCGR 
Enlisted

ARNG officers 2.47% X X X X X X X X X X X X
USAR enlisted 1.85% 2.64% X X X X X X X X X X X
USAR officers 2.01% 2.75% 2.22% X X X X X X X X X X
USNR enlisted 2.50% 3.13% 2.67% 2.79% X X X X X X X X X
USNR officers 2.72% 3.31% 2.88% 2.98% 3.34% X X X X X X X X
USMCR enlisted 2.77% 3.35% 2.93% 3.03% 3.38% 3.55% X X X X X X X
USMCR officers 3.69% 4.14% 3.81% 3.89% 4.16% 4.30% 4.35% X X X X X X
ANG enlisted 1.87% 2.66% 2.10% 2.24% 2.69% 2.90% 2.95% 3.83% X X X X X
ANG officers 3.21% 3.72% 3.35% 3.43% 3.75% 3.90% 3.94% 4.63% 3.36% X X X X
USAFR enlisted 2.44% 3.08% 2.62% 2.73% 3.11% 3.30% 3.34% 4.13% 2.64% 3.71% X X X
USAFR officers 2.95% 3.50% 3.10% 3.20% 3.53% 3.69% 3.72% 4.45% 3.11% 4.06% 3.48% X X
USCGR enlisted 3.80% 4.24% 3.91% 4.00% 4.26% 4.40% 4.43% 5.05% 3.93% 4.72% 4.23% 4.54% X
USCGR officers 4.97% 5.33% 5.06% 5.12% 5.35% 5.45% 5.47% 6.00% 5.07% 5.70% 5.31% 5.56% 6.05%
Note.  Computed at the p =.05 level of significance.



Table B-8.   GVF Minimal Detectable Percentage Differences Between Male and Female
                    Reserve Members (Using Point Estimate of 30%)

Member Subgroup Females
Males 1.38%
Note.  Computed at the p =.05 level of significance.

Table B-9.   GVF Minimal Detectable Percentage Differences Among Employed Reserve Member
                    Pay Grade Groups (Using Point Estimate 30%)

Member Subgroup
Employed 

E1-E4
Employed 

E5-E6
Employed 

E7-E9

Employed 
O1-O3,

WO1-WO3
Employed E5-E6 1.69% X X X
Emplolyed E7-E9 2.11% 1.84% X X
Employed O1-O3,WO1-WO3 2.07% 1.80% 2.20% X
Employed O4+,WO4 1.96% 1.67% 2.09% 2.06%
Note.  Computed at the p =.05 level of significance.
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Table B-10.    GVF Minimal Detectable Percentage Differences Among Employed Reserve Component Members
                       (Using Point Estimate 30%)

Member Subgroup
Employed 

ARNG
Employed 

USAR
Employed 

USNR
Employed 
USMCR

Employed 
ANG

Employed 
USAFR

Employed USAR 1.79% X X X X X
Employed USNR 2.30% 2.44% X X X X
Employed USMCR 2.95% 3.06% 3.38% X X X
Employed ANG 1.85% 2.02% 2.48% 3.10% X X
Employed USAFR 2.25% 2.40% 2.80% 3.35% 2.44% X
Employed USCGR 3.60% 3.70% 3.96% 4.37% 3.72% 3.93%
Note.  Computed at the p =.05 level of significance.



Table B-11.   GVF Minimal Detectable Percentage Differences Between Employed Reservists
                       and Employed Civilian Population (Using Point Estimate 30%)

Member Subgroup Employed Civilians

Employed reservists N/A1

Note.  Computed at the p =.05 level of significance.
1Estimates not available for this category.

Table B-12.    GVF Minimal Detectable Percentage Differences Between Total 1992
                       Reserve Member Population and Reserve Member Subgroups (Based on
                       Point Estimate of 50%)
                

Member Subgroup 1992 Reserve Population
ARNG 1.29%
USAR 1.46%
USNR 2.09%
USMCR 2.57%
ANG 1.62%
USAFR 2.07%
USCGR 3.48%
Officers 1.23%
Enlisted members 0.99%
Males 0.97%
Females 1.48%
E1-E4 1.47%
E5-E6 1.18%
E7-E9 1.76%
O1-O3,WO1-WO3 1.68%
O4+,WO4 1.57%
Unit members 0.95%
IMA's 2.28%
Military technicians 1.62%
CPS employed population 1.34%
Note.  Computed at the p =.05 level of significance.
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Table B-13.   GVF Minimal Detectable Percentage Differences Between Reserve
                      Officer and Enlisted Member Groups (Based on Point Estimate of 30%)

Member Subgroup Enlisted Members
Officers 1.29%
Note.  Computed at the p =.05 level of significance.

Table B-14.    GVF Minimal Detectable Percentage Differences Among Reserve Member
                       Pay Grade Groups (Using Point Estimate of 50%)

Member Subgroup E1-E4 E5-E6 E7-E9
O1-O3,

WO1-WO3
E5-E6 1.64% X X X
E7-E9 2.09% 1.90% X X
O1-O3,WO1-WO3 2.03% 1.83% 2.25% X
O4+,WO4 1.94% 1.73% 2.17% 2.11%
Note.  Computed at the p =.05 level of significance.

Table B-15.    GVF Minimal Detectable Percentage Differences Among Reserve Member
                       Status Subgroups (Using Point Estimate of 50%)

Member Subgroup Unit Members IMA's
IMA's 2.30% X
Military technicians 1.64% 2.64%
Note. Computed at the p =.05 level of significance.

Table B-16A.   GVF Minimal Detectable Percentage Differences Among Reserve
                         Component Members (Using Point Estimate of 50%)

Member Subgroup ARNG USAR USNR USMCR ANG USAFR
USAR 1.72% X X X X X
USNR 2.27% 2.38% X X X X
USMCR 2.72% 2.81% 3.18% X X X
ANG 1.85% 1.98% 2.47% 2.89% X X
USAFR 2.26% 2.36% 2.79% 3.16% 2.46% X
USCGR 3.60% 3.66% 3.96% 4.23% 3.73% 3.94%
Note. Computed at the p =.05 level of significance.
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Table B-16B.   GVF Minimal Detectable Percentage Differences Among Reserve Component Members (Using Point Estimate 50%)

ARNG 
Enlisted

ARNG 
Officers

USAR 
Enlisted

USAR 
Officers

USNR 
Enlisted

USNR 
Officers

USMCR 
Enlisted

USMCR 
Officers

ANG 
Enlisted

ANG 
Officers

USAFR 
Enlisted

USAFR 
Officers

USCGR 
Enlisted

ARNG officers 2.69% X X X X X X X X X X X X
USAR enlisted 2.02% 2.88% X X X X X X X X X X X
USAR officers 2.19% 3.00% 2.42% X X X X X X X X X X
USNR enlisted 2.74% 3.42% 2.92% 3.04% X X X X X X X X X
USNR officers 2.97% 3.62% 3.14% 3.26% 3.65% X X X X X X X X
USMCR enlisted 3.03% 3.66% 3.20% 3.31% 3.69% 3.87% X X X X X X X
USMCR officers 4.03% 4.52% 4.15% 4.25% 4.55% 4.70% 4.73% X X X X X X
ANG enlisted 2.05% 2.90% 2.29% 2.44% 2.94% 3.16% 3.22% 4.17% X X X X X
ANG officers 3.53% 4.08% 3.67% 3.77% 4.11% 4.27% 4.31% 5.06% 3.69% X X X X
USAFR enlisted 2.67% 3.37% 2.86% 2.98% 3.40% 3.60% 3.64% 4.51% 2.88% 4.06% X X X
USAFR officers 3.22% 3.82% 3.38% 3.48% 3.85% 4.02% 4.06% 4.85% 3.40% 4.44% 3.80% X X
USCGR enlisted 4.15% 4.63% 4.28% 4.35% 4.66% 4.80% 4.84% 5.51% 4.29% 5.16% 4.61% 4.95% X
USCGR officers 5.44% 5.80% 5.53% 5.59% 5.83% 5.94% 5.97% 6.54% 5.53% 6.23% 5.79% 6.06% 6.60%
Note. Computed at the p =.05 level of significance.

Table B-17.    GVF Minimal Detectable Percentage Differences Between Male and Female
                       Reserve Members (Using Point Estimate of 50%)

Member Subgroup Females
Males 1.51%
Note.  Computed at the p =.05 level of significance.



Table B-18.     GVF Minimal Detectable Percentage Differences Among Employed Reserve Member
                        Pay Grade Groups (Using Point Estimate 50%)

Member Subgroup
Employed 

E1-E4
Employed 

E5-E6
Employed 

E7-E9

Employed 
O1-O3,

WO1-WO3
Employed E5-E6 1.93% X X X
Emplolyed E7-E9 2.38% 2.04% X X
Employed O1-O3,WO1-WO3 2.37% 2.03% 2.46% X
Employed O4+,WO4 2.23% 1.86% 2.32% 2.31%
Note.  Computed at the p =.05 level of significance.

Table B-19.     GVF Minimal Detectable Percentage Differences Among Employed Reserve Component Members
                        (Using Point Estimate 50%)

Member Subgroup
Employed 

ARNG
Employed 

USAR
Employed 

USNR
Employed 
USMCR

Employed 
ANG

Employed 
USAFR

Employed USAR 2.00% X X X X X
Employed USNR 2.48% 2.67% X X X X
Employed USMCR 3.33% 3.47% 3.77% X X X
Employed ANG 2.00% 2.22% 2.67% 3.47% X X
Employed USAFR 2.35% 2.55% 2.94% 3.68% 2.54% X
Employed USCGR 3.78% 3.91% 4.18% 4.73% 3.91% 4.10%
Note.  Computed at the p =.05 level of significance.

Table B-20.     GVF Minimal Detectable Percentage Differences Between Employed Reservists
                        and Employed Civilian Population (Using Point Estimate 50%)

Member Subgroup Employed Civilians
Employed reservists 0.81%
Note.  Computed at the p =.05 level of significance.



Table B-21.     GVF Minimal Detectable Percentage Differences Between Total 1992
                        Reserve Spouse Population and Reserve Spouse Subgroups (Based on
                        Point Estimate of 30%)
  

Spouse Subgroup
Spouses of: 1992 Reserve Population

ARNG 1.48%
USAR 1.70%
USNR 2.15%
USMCR 3.51%
ANG 1.83%
USAFR 2.47%
USCGR 3.60%
Officers 1.32%
Enlisted members 1.18%
Males 1.12%
Females 1.94%
E1-E4 2.23%
E5-E6 1.37%
E7-E9 1.85%
O1-O3,WO1-WO3 2.05%
O4+,WO4 1.85%
Unitmembers 1.11%
Military technicians 1.90%
CPS married women (18-64) N/A
SIPP married women (18-64) N/A
Note.  Computed at the p =.05 level of significance.

Table B-22.     GVF Minimal Detectable Percentage Differences Between Spouses of All    
                        Reserve Officers and Spouses of All Reserve Enlisted Members (Based on
                        Point Estimate of 30%)
 

Spouse Subgroup
Spouses of: Enlisted Members

Officers 1.39%
Note.  Computed at the p =.05 level of significance.
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Table B-23.     GVF Minimal Detectable Percentage Differences Among Spouses of
                        Reserve Member Pay Grade Groups (Using Point Estimate of 30%)

Spouse Subgroup
Spouses of: E1-E4 E5-E6 E7-E9

O1-O3,
WO1-WO3

E5-E6 2.38% X X X
E7-E9 2.68% 2.03% X X
O1-O3,WO1-WO3 2.82% 2.21% 2.53% X
O4+,WO4 2.68% 2.02% 2.38% 2.53%
Note.  Computed at the p =.05 level of significance.

Table B-24.     GVF Minimal Detectable Percentage Differences Among Spouses of
                        Reserve Member Status Subgroups (Using Point Estimate of 30%)

Spouse Subgroup
Spouses of: Unit Members IMA's

IMA's X
Military technicians 1.91%
Note.  Computed at the p =.05 level of significance.

Table B-25.     GVF Minimal Detectable Percentage Differences Among Spouses of
                        Reserve Component Members (Using Point Estimate of 30%)

Spouse Subgroup
Spouses of: ARNG USAR USNR USMCR ANG USAFR

USAR 1.96% X X X X X
USNR 2.37% 2.51% X X X X
USMCR 3.65% 3.74% 3.97% X X X
ANG 2.08% 2.24% 2.60% 3.80% X X
USAFR 2.66% 2.79% 3.08% 4.15% 2.87% X
USCGR 3.73% 3.82% 4.04% 4.90% 3.88% 4.22%
Note.  Computed at the p =.05 level of significance.

Table B-26.     GVF Minimal Detectable Percentage Differences Between Male and Female
                        Reserve Spouses (Using Point Estimate of 30%)

Spouse Subgroup Females
Males 1.95%
Note.  Computed at the p =.05 level of significance.
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Table B-27.     GVF Minimal Detectable Percentage Differences Between Total 1992
                        Reserve Spouse Population and Reserve Spouse Subgroups (Based on
                        Point Estimate of 50%)

Spouse Subgroup
Spouses of: 1992 Reserve Population

ARNG 1.61%
USAR 1.85%
USNR 2.34%
USMCR 3.83%
ANG 1.99%
USAFR 2.69%
USCGR 3.92%
Officers 1.44%
Enlisted members 1.29%
Males 1.23%
Females 2.12%
E1-E4 2.43%
E5-E6 1.49%
E7-E9 2.02%
O1-O3,WO1-WO3 2.24%
O4+,WO4 2.02%
Unit members 1.21%
Military technicians 2.07%
CPS married women (18-64) 1.93%
SIPP married women (18-64) 2.29%
Note.  Computed at the p =.05 level of significance.

Table B-28.     GVF Minimal Detectable Percentage Differences Between Spouses of All
                        Reserve Officers and Spouses of All Reserve Enlisted Members (Based on
                        Point Estimate of 50%)

Spouse Subgroup
Spouses of: Enlisted Members

Officers 1.52%
Note.  Computed at the p =.05 level of significance.
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Table B-29.     GVF Minimal Detectable Percentage Differences Among Spouses of
                        Reserve Member Pay Grade Groups (Using Point Estimate of 50%)

Spouse Subgroup
Spouses of: E1-E4 E5-E6 E7-E9

O1-O3,
WO1-WO3

E5-E6 2.59% X X X
E7-E9 2.93% 2.21% X X
O1-O3,WO1-WO3 3.08% 2.41% 2.77% X
O4+,WO4 2.92% 2.21% 2.59% 2.76%
Note.  Computed at the p =.05 level of significance.

Table B-30.     GVF Minimal Detectable Percentage Differences Among Spouses of
                        Reserve Member Status Subgroups (Using Point Estimate of 50%)

Spouse Subgroup
Spouses of: Unit Members IMA's

IMA's X
Military technicians 2.09%
Note.  Computed at the p =.05 level of significance.

Table B-31.     GVF Minimal Detectable Percentage Differences Among Spouses of
                        Reserve Component Members (Using Point Estimate of 50%)

Spouse Subgroup
Spouses of: ARNG USAR USNR USMCR ANG USAFR

USAR 2.14% X X X X X
USNR 2.58% 2.74% X X X X
USMCR 3.98% 4.08% 4.33% X X X
ANG 2.27% 2.44% 2.84% 4.15% X X
USAFR 2.90% 3.04% 3.36% 4.52% 3.13% X
USCGR 4.07% 4.17% 4.41% 5.35% 4.24% 4.61%
Note.  Computed at the p =.05 level of significance.

Table B-32.     GVF Minimal Detectable Percentage Differences Between Male and Female
                        Reserve Spouses (Using Point Estimate of 50%)

Spouse Subgroup
Spouses of: Females

Males 2.13%
Note.  Computed at the p =.05 level of significance.
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